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Abstract 
This volume presents the findings of an exploratory study of 
orientations towards work and the factors which influence these 
orientations in modern Libyan society. 
The author began his analysis by a detailed account of the social, 
cultural, economic and political history of Libyan society, with 
especially comprehensive surveys of educational and industrial 
developments. The author has also traced the history of the trade 
union movement and its role in the development of the Libyan working 
class and in politics in Libyan society. An effort has also been made 
to describe the general characteristics of the work force in Libya with 
especial reference to official policy and attitudes towards work. 
Moreover, the researcher carried out a job-attitude survey in 
three work organisations (a tobacco factory, a school and a research 
body) in Libya during the second half of 1984 and the first quarter of 
1985. The analysis of the survey data has revealed that there are four 
distinct orientations (instrumental, career, social, and 
instrumental/social) towards work among the sample of this study. It 
has also been found that factors such as sex, education, occupation, 
occupational grade, socio-economic background, marital status, are 
important in influencing the individual orientation towards work in 
Libyan society. In addition, the researcher has also investigated the 
extent to which employees' working &K) continue outside the place of 
1 
work by examining the employees' leisure activities and their social 
relations 
2 
Acknowledgements 
I wish to thank very much my supervisors Mr. Colin Tipton and Mr. 
Mike Procter for their kind and generous support. I wish also to thank 
very much Professor A. Tropp, Professor P. Abell, Mr. K. MacDonald and 
all the other members of the staff of the Department of Sociology at 
the University of Surrey for their help and encouragement during my 
studies at the University of Surrey. Special thanks should go to Dr. 
J. L. Fielding for her expert assistance with computer programmes in 
analysing the data. 
This study could not have been carried out without the generosity 
of the managers of the work organisations involved in this study in 
allowing us to collect data by a lengthy questionnaire, and the willing 
cooperation of the work force in these organisations. 
I am indebted to Professor Mustafa Attir, Head of the Department 
of Social Studies inthe National Academy for Scientific Research in 
Tripoli, for his support during the field work of this research. I am 
also indebted toMr. Ali El Bishty, Mr. Mohamed Atteni, Miss Fauzia 
Abu-Saied and Miss Intessar El Mesalati. 
I am also indebted to my wife Fauzia, my son Nieza r and my 
daughter Amil who suffered both homesickness and loneliness while I was 
working on this project. Their continuous encouragement was a very 
positive contribution to my willingness to finish this work. 
3 
I am grateful to the National Academy for Scientific Research 
in Tripoli-Libya for its generous financial support without which this 
work would not have been possible. 
Finally, I would like to thank very much all the individuals 
who took part in typing this thesis. 
To my wife, Fauzia; 
to my son, Niezar; and 
to my daughter, Amil 
with love 
El 
Contents 
Page 
List of Tables 15 
List of Figures 23 
Chapter 1 Introduction 24 
Chapter 2 Literature Review 33 
1. Introduction 33 
2. The Meaning of Work 33 
- Scientific Management and the Instrumental 
Meaning 34 
- The Human Relations School and the Importance 
of a Social Meaning 37 
- Self-Actualising Man 39 
- The Action Frame of Reference: 
The Definitional Approach 44 
3. Determinants of Orientations towards Work 50 
4. Work in Developing Nations 70 
5. Theories of Occupational Choice 73 
A 
- Developmental Theories of Occupational Choice 73 
- Sociological Theories of Occupational Choice 77 
6. Theories of Modernisation 80 
7. Theories of Stratification 86 
8. Typologies of Orientations to Work 94 
Chapter 3 Research Programme 98 
1. Introduction 98 
2. Research Problem 98 
3. Sources of the Study 99 
4. Significance of the Study 99 
5. Assumptions and Expectations goo 
6. The Approach 103 
7. Methods of Collecting Data 108 
8. Design of the Questionnaire 112 
9. The Pilot Study Report 113 
Chapter 4 The Fieldwork of This Study 115 
1. Introduction 115 
2. Empirical Data 116 
3. Documentary Data 124 
4. Conclusion 124 
7 
Chapter 5 Libya: The Geographical, Historical, 
Political, Social and Economic Milieus 
1. Introduction 
2. Geography 
3. Historical Background 
4. Social Environment 
5. Political Life 
6. The Economy 
7. Industry 
8. Education 
Chapter 6 Libya: Work Force 
1. Introduction 
2. The Size of the Work Force 
3. Age 
4. Education 
5. Industrial Structure of the Work Force 
6. Occupational Structure of the Work Force 
7. Income and Salaries 
8. Foreign Labour 
9. Social Security 
10. Occupational Safety 
Page 
127 
127 
127 
128 
131 
135 
138 
149 
151 
162 
162 
163 
163 
163 
166 
166 
167 
171 
175 
176 
11. Hours of Work 176 
12. Women in the Work Force 177 
13. Manpower Policies 180 
Chapter 7 Libya: Trade Unionism and the 
Develo pment of the Workin g Class 184 
1. Introduction 184 
2. The Colonial Period 184 
3. The Monarchical Period (1951-69) 189 
4. During the Period Since 1969 192 
5. The Role of the Trade Union Movement in 
Politics 193 
Chapter 8 Backg round of the Org anisations of 
Work involved in this Study 195 
1. Introduction 195 
2. History and Organisation 195 
3. Work 200 
4. Recruitment and Promotion 202 
9 
Chapter 9 Social and Economic Characteristics Page 
of the Samp le 204 
1. Introduction 2C4 
2. Sex Distribution of the Sample 204 
3. Age Distribution of the Sample 206 
4. Distribution of the Sample by Marital Status 206 
5. Having Children 208 
6. Educational Status of the Sample 210 
7. Sample by Monthly Salary 214 
8. Living Conditions 217 
9. Socio-economic Background 222 
10. Leisure Behaviour 224 
11. Women: Family and Work 228 
- Child-care Arrangements 230 
- Household Duties 232 
- Personal Income 234 
- Drawbacks 236 
- Father's Employment Status 236 
- Husband's Employment Status 239 
- The Home-centred Women 239 
Chapter 10 The Occupational Background of the 
Sample 243 
10 
Page 
1. Introduction 243 
2. The Past Occupational Experience of the 
Sample 243 
- The First Previous Job 244 
- Reasons for Leaving the First Previous Job 247 
- Job Change Decisions and Consistency 247 
3. Present Occupational Experience 252 
- The Present Occupation 252 
- Reasons for Taking the Present Job 254 
- Occupational Grade 256 
- The Length of Present Job 258 
- Content of Work 258 
- Ranked Factors of Importance when Choosing 
a Job 261 
- Best Aspects of the Job 264 
- Job Interest 264 
- Physical Fatigue 267 
- Job Satisfaction 267 
- Attitudes to Promotion 270 
- Commitment to Working 273 
- Desire for Change 279 
- Training and the Desire for more Training 282 
4. Employee and the Firm 285 
- Reasons for Working for the Present Firm 285 
- Commitment to Firm 
287 
- Whether Respondents Took Work Home 
287 
- Working Overtime Voluntarily 
289 
11 
ra 
- Length of Service 2==- 
- Perceptions of Management 294 
- Trade Union 296 
Chapter 11 Orientations Towards Work and 
Determinants 298 
1. Introduction 298 
2. Orientations towards work 299 
3. Factors Influencing O rientations Towards 
Work 305 
- Type of Orientation by Sex 307 
- Type of Orientation by Age 313 
- Type of Orientation by Marital Status 320 
- Type of Orientation by Having Children 327 
- Type of Orientation by Education 332 
- Type of Orientation by Occupation 334 
- Type of Orientation by Occupational Grade 334 
- Type of Orientation by Socio-economic 
Background 342 
4. Path Analysis 344 
- Path Analysis for Men 349 
- Path Analysis for Women 351 
5. Conclusion 356 
Chapter 12 Social Relations at Work 360 
12 
Page 
1. Introduction 360 
2. Friendship Networks 361 
3. Horizontal and Vertical Relations at Work 364 
4. Receiving and Paying Visits During Working 
Hours 366 
5. Meeting Workmates Outside WorkHours 371 
6. Social Relations as Social Resources 371 
7. Summary 373 
Chapter 13 Summary and Conclusion 375 
Appendices 379 
Appendix A Tables 379 
Appendix B Standardised Regression Coefficients 395 
Appendix C The Questionnaire Schedule 401 
Appendix D Introductory letter to 
English translation of 
the Tobacco Factory 
Introductory letter to 
for Tripoli Region (in 
English translation of 
Tobacco Factory (in Arabic) 
the introductory letter to 
426/427 
the Department of Education 
Arabic) 428 
the Introductory Letter to 
13 
Page 
the Department of Education for Tripoli 429 
Appendix E Bibliography 430 
14 
List of Tables 
page 
4.1 proposed and 
Organisation 
5.2 Distribution 
Sex for 1954 
Censuses 
5.3 Livestock in 
Final Sample by 12 6 
of Libyan Population by 132 
1964,1973 and 1984 
Libya 1951-1979 144 
5.4 Libyan Total Revenue and the Share of 145 
Oil in this Total 
5.5 Allocations Percentage in Development 147 
Budgets in Libya 1963-1980 
5.6 Developments of Education in Libya before 153 
Independence (1951) 
5.7 Percentaged Distribution of Libyan 155 
Population by Education 
5.8 Development of Education in Libya 157 
1951-52-1960-61 
5.9 Development of Education in Libya since 158 
1965-66 
5.10 Development of Teacher Population in 159 
Libya 1954-1982/83 
5.11 Development of Higher Education in Libya 160 
1960/61-1982/83 
6.1 Population, Work Force and Participation 164 
Rates in Libya 
6.2 Work Force by Age 165 
6.3 Percentaged Distribution of the Work 167 
Force by Education 
6.4 Percentaged Distribution of the W rk 168 
Force by Industrial Se-tor 
6.5 Percentaged Distribution of the Wxk 170 
Farce by Occupational Structure 
6.6 Percentage d Distribution of the Work 172 
Force by Nbnthly Inoame by Sex in 1980 
6.8 The Development of the Foreign Workers' 174 
Share in Libya's Work Force 1962-1984 
15 
Page 
6.9 Work Force by Sex in Lib ya 1964-1980 178 
6.10 Percentaged Distribution of Lib yan 181 
Working Warnen by Age in 198 0 
7.1 Trade Unions and Labour Associations 191 
in Libya, 1963 
8.3 Develognent of Teachers in the Region 193 
of Tripoli 1980/81-1983/84 
9.1 Percentaged Distribution of the Sample 205 
by Sex 
9.2 Percentaged Distribution of the Sample 207 
by Age 
9.3 Percentaged Distribution of the sample 209 
by Fanily Background 
9.4 Percentaged Distribution of the Sample 211 
by D3ucational Level 
9.5 Percentaged Distribution of the Sample 213 
by the Highest D3ucational Qualification 
9.6 Percentaged Distribution of the Sample 216 
by Monthly Inc me 
9.7 Percentaged Distribution of the Sample 218 
by Type of Dwelling 
9.8 Percentaged Distribution of the Sample 220 
by Ownership of Durable Goo ds (Respond- 
ents who own) 
9.9 Percentaged Distribution of the Sample 221 
by Type of Transportation 
9.10 Percentaged Distribution of the Sample 223 
by Father's occupation 
9.11 Percentaged Distribution of the sample 225 
by Father's D3ucation 
9.12 Percentaged Distribution of the Sample 227 
by Leisure Activity 
9.13 percentaged Distribution of the Sample 229 
by Location of Annual Vacation 
16 
page 
9.14 Percentaged Distribution of Women with 231 
Children less than Six Years Old by 
Child-care Arrangements 
9.15 Percentaged Distribution of Women by Who 233 
does the Following Household Duties 
9.16 Percentaged Distribution of Wunen by 235 
Personal Incase Expenditure 
9.17 Percentaged Distribution of Women by 237 
Drawbacks 
9.18 Percentaged Distribution of Women by 238 
Father's IIrploynent Status 
9.19 Percentaged Distribution of Married 240 
Waren by Husband's II loyment Status 
9.20 Percentaged Distribution of Wamen by 240 
Catmitment to Working 
9.21 Percentaged Distribution of Women by 241 
Priority of Work 
10.1 Percentaged Distribution of the Sample 245 
by the Ninber of Main Jobs which 
Resporxient has ever had 
10.2 Percentaged Distribution of the Sample 246 
by the Change of the Place of Work 
10.3 Percentaged Distribution of the 248 
Respondents with Past occupational 
Experience by Previous Jobs 
10.4 Percentaged Distribution of the 249 
Respondents with Past Occupational by 
Main Reason for Leaving Previous Jobs 
10.5 Percentaged Distribution of the Reasons 251 
for Leaving previous First Job by Main 
Reasons for Taking Present Job 
10.6 Percentaged Distribution of the Sample 253 
by occupation 
10.7 Percentaged Distribution of the Sample 255 
by the Reason for Taking Present Job 
17 
page 
10.8 Percentaged Distribution of the Sample 257 
By 0ocipational Grade 
10.9 Percentaged Distribution of the Sample 259 
by the Length of Present Job 
10.10 Percentages Distribution of the Sample 262 
by the Content of Work 
10.11 Percentaged Distribution of the Sample 265 
by the Relative Importance of Various 
Aspects of a job 
10.12 Percentaged Distribution of the Sample 266 
by Interest of the job 
10.13 Percentaged Distribution of the Sample 268 
by Interest of the job 
10.14 Percentaged Distribution of the Sample 269 
by Hardness of Work 
10.15 Percentaged Distribution of the Sample 271 
by Job Satisfaction 
10.16 Percentaged Distribution of the Sample 272 
by Liking Pramotion 
10.17 Percentaged Distribution of the Sample 274 
by Reason for Liking Pranotion. 
10.18 Percentaged Distribution of the Sample 275 
by Whether they could be Promoted 
10.19 Percentaged Distribution of the Sample 277 
by Whether they would Still Work if they 
Inherited a Large Sum of Money 
10.20 Percentaged Distribution of the 278 
Respondents who would Still Work if they 
Inherited a barge Sun of Money by Reason 
10.21 Percentages Distribution of the Sample 280 
by What they would Miss Most if they had 
to Stop %Vcark 
10.22 Percentaged Distribution of the Sample 281 
by the Possible Charge of job 
10.23 Percentaged Distribution of the Merrters 283 
of the Sample who think of Changing their 
Job, by Reasons for the Possible Charge of 
Job 
18 
Page 
10.24 Percentaged Distribution of the Sample 28=+ 
by Training I ceived in Firm 
10.25 Percentaged Distribution of the Sample 286 
by the Desire for More Training in Present 
Occupation 
10.26 Percentages Distribution of the Sample 288 
by Reason for Working for the Present Firm 
10.27 Percentaged Distribution of the Sample 290 
by Whether Respondents 'Ibok Wbrk Harne 
10.28 Percentaged Distribution of the Sample 291 
by working overtime voluntarily 
10.29 Percentaged Distribution of the Sample 293 
by Length of Service with Present Firm 
10.30 Percentaged Distribution of the Sample 295 
by Perceptions of Management 
10.31 Percentages Distribution of the Sample 297 
by Attendance of Trade Union Meetings 
11.1 Percentaged Distribution of the Sample 303 
by Type of orientation towards Work 
11.3 Percentaged Distribution of the Sample 306 
by Type of orientation towards Work by 
Industry 
11.4 Percentaged Distribution of Type of 308 
Orientation by Sex 
11.5 Percentaged Distribution of Typs of 310 
Orientation by Sex, for Respondents with 
No Education Qualifications only 
11.6 Percentaged Distribution of Type of 311 
Orientation by Sex, for Respondents with 
Low II3ucaticn Qualifications only 
11.7 Percentaged Distribution of Type of 312 
Orientation by Sex, for Respondents with 
High Education Qualifications only 
11.8 Percentaged Distribution of Type of 314 
Orientation by Age 
11.9 Percentaged Distribution of 'type of 316 
orientation by Age, for Respondents with 
No Education Qualifications only 
19 
page 
11.10 Percentaged Distribution of Type of 317 
Orientation by Age, for Respondents with 
Low D3ucation Qualifications only 
11.11 Percentaged Distribution of Type of 318 
Orientation by Age, for Respondents with 
High Education Qualifications only 
11.12 Percentaged Distribution of Type of 319 
Orientation by Marital Status 
11.13 Percentaged Distribution of Type of 
Orientation by Marital Status, for 
Male Respondents only 
11.14 Percentaged Distribution of Type of 
orientation by Marital Status, for 
Female Respondents only 
11.15 Percentaged Distribution of Type of 
Orientation by Having Children 
11.16 Percentag&1 Distribution of Type of 
Orientation by Having children, for 
Male Respondents Only 
11.17 Percentaged Distribution of Type of 
Orientation by Having Children, for 
Fernale Respondents only 
11.18 Percentaged Distribution of Type of 
Orientation by Education 
11.19 Percentaged Distribution of Type of 
orientation by Education, for Manual 
Workers only 
11.20 Percentaged Distribution of Type of 
Orientation by D3ucation, for Clerks 
only 
11.21 Percentaged Distribution of Zee of 
Orientation by Education, for 
professionals only 
11.22 Percentaged Distribution of Type of 
Orientation by occupation 
11.23 Percentaged Distribution of Type of 
orientation by occupation, for Male 
Respondents only 
321 
322 
3 24 
325 
326 
328 
329 
330 
331 
333 
335 
20 
Page 
11.24 Percentaged Distribution of Type of 336 
orientation by occupation, for Female 
Respondents only 
11.25 percentaged Distribution of Type of 338 
Orientation by Occupational Grade 
11.26 Percentaged Distribution of Type of 339 
Orientation by Occupational Grade, for 
Manual Workers only 
11.27 Percentaged Distribution of 
Orientation by occupational 
Clerks Only 
11.28 Percentaged Distribution of 
Orientation by occupational 
Professionals only 
11.29 Percentaged Distribution of 
Orientation by Father's Occi 
Type of 340 
Grade, for 
Type of 341 
Grade, for 
Type of 343 
ration 
11.30 Percentages Distribution of Type of 345 
Orientation by Father's Education 
12.1 Percentaged Distribution of the Sample 363 
by the Nuttier of Friends 
12.2 Percentaged Distribution of the Sample 365 
by Ratings of Relationships with 
Superiors, Colleagues and Subordinates 
12.3 Percentaged Distribution of the Sample 367 
by Ratings of Social Atmosphere at the 
Place of Work 
12.4 Percentaged Distribution of the Sample 369 
by Receiving and Paying Visits during 
Working Hours 
12.5 Percentaged Distribution of the Sample 370 
by Receiving and Paying Visits during 
working Iurs and occupation 
12.6 Percentaged Distribution of the Sample 372 
by Meeting with workmates outside Work 
Hours 
12.7 percentaged Distribution of the Sample 374 
by Type of Problem and Sources of 
Expected Help 
21 
Tables in A1322niix A 
Page 
1" Percentage3 Distribution of the Sample 379 
by Marital Status and Age 
2. Percentageä Distribution of the sample 380 
by Income and Sex 
3. Percentaged Distribution of the Sample 381 
by Incx ne and Highest Educational 
Qualification 
4. Percentaged Distribution of the Sample 382 
by Inarne arr Occupation 
5. Ownership of Durable Goods by Inane, 383 
for Those Who own Only 
6. Percentaged Distribution of Respondent's 384 
Occupation by Father's Occupation 
7. Percentaged Distribution of Respondent's 385 
R3ucation by Father's D3ucation 
8. Percentaged Distribution of the Sample 386 
by Leisure Activity and Sex 
9. Percentaged Distribution of the Sample 387 
by Leisure Activity and Age 
10. Percentaged Distribution of the Sample 388 
by Leisure Activity and D3ucational 
Qualification 
11. Percentaged Distribution of the Sample 389 
by Leisure Activity and occupation 
12. Percentaged Distribution of the Sample 390 
by occupational Grade and Highest 
D3ucational Qualification 
13. Percentaged Distribution of the Sample 391 
by Income and Occupational Grade 
14. Percentaged Distribution of the Sample 392 
by Length of Service with Present Finn 
and Age 
15. Percentaged Distribution of the Sample 393 
by the Number of Friends and Sex 
16. Percentaged Distribution of the Sample 394 
by the Number of Friends and Occupation 
22 
List of Figures 
Page 
2. 1 Irquality 1 89 
2. 2 Inequality 2 90 
3. 1 General Model 102 
5. 1 Map of Libya 129 
6. 7 Salary Structure 173 
8. 1 organisational Structure of the Factory 197 
8. 2 Organisational Structure of the Acadany 198 
8. 4 Organisational Structure of Schools 201 
11. 2 Discriminant Analysis Territorial Map 304 
of the Four orientations 
11. 31 Path Model for Men with Career orientation 350 
11. 32 Path Model for Men with Instrumental 352 
Orientation 
11. 33 Path Model for Watten with Instrumental 354 
Orientation 
11. 34 path Model for Women with Career 355 
Orientation 
11. 35 Path Model for Watten with Social 357 
Orientation 
11. 36 Path Model for Wunen with Instrumental/ 358 
Social orientation 
23 
Chapter 1 
Introduction 
This is a study which attempts to explore orientations towards 
work and the most important factors influencing such orientations in 
Libyan society. In other words, this study aims to document the 
subject of work in Libya, both in its objective features and its 
subjective meanings. 
In the last hundred years, the world of work has been the focus 
of massive research. Thus, there is now a large amount of literature 
on all aspects of work and its relations with other spheres of life. 
Such literature suggests that the hinan experience of work has 
developed through the ages and such development has been associated 
with changes in the socio-economic order. 
According to the literature, an individual might have an 
instrunental orientation, a career orientation, a social orientation, a 
solidaristic orientation, a technical type of orientation, etc. towards 
work. The literature also suggests three main factors - including 
society, personality and characteristics of work itself - which 
determine the individual's orientation to his, or her, work. 
Unfortunately, I have been able to find only very limited 
information concerning the conceptions of work in Libya. This lack of 
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lax>wledge about the relationship between people and their w xk in 
Libyan society is perhaps due to the short history of social research 
in the country. Thus, the preliminary observations I am making here 
concerning work in Libya should be taken as no more than general 
statanents which are mainly based on the author's knowledge as a 
member of Libyan society. 
Although we possess very little information about what people 
have thought about their work in Libya, I would suggest that the 
meanings of work in Libyan society have had a complex of social, 
cultural, political and econanic determinants and such meanings of 
work have changed, or at least gained new din nsions, as in many 
other parts of the world. 
It is work which provides the individual with opportunities to 
relate himself to society. It is work which enables the individual to 
view himself, or at least to be viewed by the other menbes of his 
fanily, tribe, society, etc ., as a useful contributor. Although Libyan 
wa en started having jobs outside the hcme, it is still - for 
traditional reasons, the men in Libya who are expected to carry out 
wrk to bring in an income. Generally, it is only when the man 
reaches the age of work and actually starts working that he can 
think, or that his family think on his behalf of marriage. There is no 
doubt that work enables the individual to sustain status and 
self-respect. In Libya, the job can be seen as a key element of 
gaining wider social status. During the fifties and early sixties, when 
the majority of the population were working in agriculture or as 
manual workers mainly in the construction sector, the small nkr of 
25 
people who were working as teachers, clerks, etc., enjoyed a 
relatively higher social status. 
Before the discovery of oil in the late fifties and when other 
natural resources were very scarce (see: Higgins, 1968, p. 26; Farley, 
1971, p. 4), the only visible meaning work may have had for people in 
Libya was, in my view, the struggle for bare survival. As a natural 
member of Libyan society, I still remember how people had to work 
hard in order to maintain an extremely low level of living, and they 
often worked even on the important Islamic occasions on which muslims 
are usually expected to meet and echange visits. Nevertheless, 
craftsmen may have seen an intrinisic meaning in their work. It is 
true that the society was predaninantly agrarian and crafts were not 
the dominant occupation, but craftsmen had more control of the work 
envirorinent than, for example, farmers had, and this was despite the 
fact that farming and crafts shared a number of characteristics such 
as the total involvement of the individual in his work and the 
integration of work with the rest of life. However, there is a 
tendency among social scientists to use the crafts as a starting point 
to analyse many of the changes in the occupational world. (Hall, 
1969, p. 13). 
I dry rnat, however, argue that such an instrumental view of work 
has ceased to exist in Libyan society as a result of the discovery of 
oil in the late fifties, which has speeded up the process of 
modernisation. I rather assure that work in present-day Libya has 
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gained new meanings such as the career meani. rý, in the sense that 
work is valuable in itself rather than a mean to maintain a certain 
way of life. 
In the course of his exploratory study of the trends of 
moderninsation in Libyan society, Attir (1979) has shown us that 
Libyans tend to emphasise different characteristics in their work as 
they are becanir modern. There are now people who put more 
emphasis cn the extrinsic rewards such as the econcmic ones in their 
work, while other people tend to emphasise the importance of control 
of work, the interest and variety in work, etc. 
Moreover, Attir's findings reveal that people in Libya differ 
acmng themselves in terms of the degree of satisfaction regarding a 
number of aspects in their jobs such as pranation, social relations at 
work, salary, the chance to try new ideas in doing one's work, the 
chance for further training, working conditions, etc., although it 
seeeins that about 50% of those who answered the relevant question 
were generally satisfied. When respondents were asked to rank a 
number of aspects of their work such as good pay, good workmates, 
control over one's work, interest and variety in the job, strong and 
active union, pleasant working conditions, etc., according to what 
was most important for then, 17% of the sample considered the 
control over one's work as the most important for them. Good pay was 
reported by 9% of the sample as the most inrportant. only 8% of the 
sample seemed to emphasise social relations at work as the most 
important, whilst a strong and active union attracted only 1% of the 
sample. 
27 
When Attir analysers the relationships between such aspects of 
work and education, and then age (in fact, education and age are 
unfortunately the only variables Attir analysed as regards the area of 
work in his research), he found that good pay was the most popular 
feature among those without education, while control of work and the 
interest of job tend to be a more popular feature among the literate 
category of the sample. As regards age, Attir also found that while 
youngsters tended to emphasise the importance of interest and control 
in work and social relations at work, the oldest age group (47+) tend 
to emphasise good pay as the most important factor in work. 
However, such observable developments in the meaning of work in 
Libyan society cannot be, in my view, fully understood in isolation 
fran the fundamental process of modernisation which Libya has been 
undergoing, especially since the discovery of oil in the late fifties. 
The vast oil revenues have speeded up the process of modernisation in 
two interrelated ways. First, oil wealth has generally enabled Libyan 
society to enjoy imported, modern, industrialised goods such as cars, 
televisions, radios, modern furniture, washing machines, refrigerators 
etc. Secondly, oil wealth has enabled the country to generate 
large-scale social and ec rmic changes through planned prograrrmes. 
Such socio-econanic changes have demanded and caused fundamental 
structural changes in Libyan society. Perhaps the most important 
structural changes have taken place in the occupational sphere (Attir, 
1980) . Changes in the occupational structure 
have, in turn, dananded 
and caused large educational and training programnes inside and 
outside the country in order to prepare the skilled labour force to 
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take over the large number of jobs which have been created by the 
growing service and industrial sectors. Consequently, Libyan society 
has seen a great deal of social mobility, especially the 
intergenerational form of mobility, and I think that Libyan people are 
quickly learning the values and attitudes of their new social 
categories including those values and attitudes concerning the sphere 
of work in their life. 9'txxnas described how quickly Libyan people are 
adjusting to their modern roles in the following words : 
"The adjustments are striking; almost overnight 
oasis cultivators and desert herdsmen have became 
part of a complex industrial undertaking. Libyans 
have moved fran the hoe and the adze of their sub- 
sistence econany to mastery of technical skills 
and familiarity with elaborate machinery. A quick 
intelligence and natural aptitude have equipped 
than to deal with the demands of the job and the 
novelties of oil camp life (1973,447-8). " 
Where has been a large shift from the agricultural sector to the 
modern sectors of work, namely, services and industry. The 
proportion of farmers in the labour force has been sharply decreasing 
while the numbers of teachers, nurses, lawyers, doctors, typists, 
clerks, managers, etc., have been steadily going up. 
However, two important observations concerning the characteristics 
of modern work in Libyan society should be made here. The first is 
that work is sanething done as a separate activity, apart from the 
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rest of a person's life. The phrase "I am going to work" exemplifies 
this characteristic. Work is now carried on outside the h arne. More 
importantly, modern occupations involve activities that are distinctly 
different fron those activities that are carried on in non-work or 
leisure time. The skills and social relationships of modern 
occupations are not just those that are learned as one becanes 
socialised into adulthood, but each modern occupation has its own 
characteristics which plays its part in influencing individual 
orientation and behaviour not only at work, but in life generally. 
The second observation on work in modern Libya is that 
occupations are now carried out in organisational settings. The 
movement of work away fron individualised settings has accelerated 
until the majority of people now work as employees. Organisational 
employment is becaning a characteristic of the total labour force; 
even occupations that retain the image of individualism, such as the 
professions, have been considerably affected by this trend. Much of 
what was called private practice in the professions is now carried out 
in organisations, such as law firms or medical clinics, which are in 
many ways similar to other kinds of organisation, given the fact that 
all the organisations are collectively owned by society. Nevertheless, 
this movement to organisations amplifies the effects of the separation 
of work fron the rest of life, riot only because occupations are 
physically located in organisations, but also because the 
organisational. arrangements themselves produce requirements and 
social relationships that are not found when work is carried out by 
the solo worker or the worker in the small, invariably 
family, 
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grouping. It seems reasonable to expect that such a new work 
situation has affected the orientations and behaviour of people at 
we rk. 
Despite this separation between work and other spheres of life 
and the growing importance of the work situation in influencing the 
orientations of people not only at work but also in their general life, 
I still assune that non-work factors, which are rooted in the general 
culture and in the sub. -cultures of Libyan society, are very important. 
Individuals learn these cultures through many socialising agencies such 
as family, peer group, social category, school, the mass media, etc., 
and they play their part in shaping the individual's life, including 
the work part of it. Attir (1977) reported how social factors such as 
the cultural definition of the goverment, loyalty to kinship, cultural 
definition of waren's role, etc., have contributed to the low 
Productivity among Libyan employees. It is true that there are more 
jobs in Libya than the national manpower can fill, riot only because 
of its small size, but also because of the small proportion of skilled 
workers in the Libyan labour force. Therefore, the market does not 
generally constitute a source of significant pressure, as might be the 
case in those societies which are hit by unemployment. Such pressures 
are likely to became evident as Libya becanes increasingly 
industrialised. However, the vast oil revenue has enabled the country 
to import the latest technology as part of its general attempt to 
speed up the process of industrialisation. Although such a policy of 
using the latest technology may have naAO, the working conditions 
in Libyan Factories better than those working conditions in many less 
rich third world countries such as Egypt (see Haman, 1979), it may, 
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on the other harr, have made the labour market less favourable for 
those unskilled people given the fact that scene of them, for 
demographic reasons, have already lost the opportunity for any 
training. In contrast, for the same reason (the use of technology), 
educated people will generally continue enjoying a very favourable 
labour market, although this depends on other factors such as the 
individual's knowledge of the labour market, personality, etc. 
As far as religion is concerned, Islam, to which practically all 
Libyans belong (Attic, 1979, p. 3), encourages hard work, devotion 
and efficiency. The prophet Mohammed (peace be upon him) said: 
" Work hard for the life hereafter as you may die 
tomorrow and work hard for this life as you may 
live forever ." 
Islam views work as drudgery. It is through work that man could 
atone for original sin. The Koran says: 
" Take some of their money in order to atone them 
fran sins ('i bba) ." 
According to Islam, therefore, one's labour could legitimately be 
shared with the less fortunate. 
Generally, it seems that Islam views work as an instrument to the 
goodness of man in this life and the life hereafter. 
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Chapter 2 
1 Introduction 
Literature Review 
My purpose here is to look at the development of perspectives on 
the relationship between the individual and his, or her, work to serve 
as a part of the general framework of this study. By doing so, I 
inevitably fin myself examining the various ways in which social 
scientists have explained the employees orientations and behaviour at 
work. The literature review chapter covers a wide range of issues 
including the meaning of work, determinants of orientations to work, 
theories of occupational choice, theories of modernization, theories 
of social stratification and typologies of orientations to work. 
2 The meanings of work 
Literature suggests that the meaning of work has developed 
through the ages (Tilgher, 1930). Very little is known about tow 
people worked or what they thought about the work they did. 
Nevertheless, for most of human history and for many societies still 
today, the struggle for bare survival has imposed its in imperatives, 
leaving few choices. These canpulsions have often been reinforced by 
a social fabric of tradition, upheld by a ruling group, which 
integrated work, status and religious practices in a way which left 
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little roan for independent speculation. The release fran econanic 
necessity and the changes in the social fabric of traditim have 
allowed new meanings of work to show up, especially in those more 
fortunate societies (Taylor, 1968, pp. 3- 15 and Neff, 1972, pp. 36 - 
51). 
However, many writers have attempted the question of work, its 
significance and meaning in the lives of both individuals and 
societies. Thus, a variety of theoretical perspectives concerning the 
meanings of work have been developed. 
- Scientific Management School and the Instrumental Meaning 
The move towards de-skillir the labour force and establishing 
control over the knowledge necessary for production was well under 
way by the end of the nineteenth century, but reached its modern 
form in the work of FW Taylor and the school of thought known as 
scientific management (Haber, 1964). 
The scientific management school adopted a very mechanistic 
view of the worker by anphas is ing a strong linkage between pay and 
productivity which was Taylor's first priority. According to him, 
people are primarily interested in money and are lazy and irrational, 
needing close supervision. Thus, management should exploit their 
desire for money to ensure high rates of working through the 
piecework system and tied supervision (Taylor, 1911). 
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The doctrines and techniques of scientific management have had 
far reaching effects on work design, as is shown by the study by 
Davis, Canter and Hoffman (1972) of current job design criteria. 
Davis et al. found that despite the growing importance attached to 
job satisfaction of employees, the majority of jobs especially for the 
working class are production-centred. After examining the practical 
implications of the instrunental approach to the design of work in the 
manufacturing industry, Davis, Canter and Hoffman (1972) concluded 
that, (1) current job design practices minimise the dependence of the 
organisation on the worker, (2) jab design reflects the mass 
production precepts of job specialization and repetitive work, (3) job 
design minimises the effects of absenteeism and labour turnover by 
having low skill requirements and short training time. It reduces the 
effects of labour scarcity and permits minimum rates of pay. 
It is often argued that the techniques of the Scientific 
Management school have failed or its assumptions were superseded by 
those of the Human Relations school that followed Scientific 
Management (Watson, 1980, pp. 34-41). Yet Braverman (1974) 
suggested that Taylor's techniques of work study have simply been 
refined and extended and his principles have been implemented in a 
range of settings, if in modified form. Andrew Friedman (1977) 
suggests that Braveiman's analysis of an increasing trend towards 
scientific management is too simple in its inadequate treatment of 
organised worker resistance. Given the capacity of working people to 
oppose managements in many circumstances, managements often cannot 
afford to introduce techniques which reduce worker goodwill. Where 
the direct control strategy of scientific management tends to prove 
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counter productive, Friedman suggests that the alternative strategy of 
encouraging responsible autonatty may be followed- 
Moreover, despite the fact that for a variety of reasons 
piece-work and bonus schaues, which offer more money for more 
output, appear to work fairly well in certain circumstances, sane 
groups of workers do not seem to respond in the usual way. Für 
example, Millward (1968) studied three industrial firms of industry in 
Lancashire. The workers involved in the study were all wann and it 
emerged that for a certain group of these waren the bonus schemes 
did not seem to be working in the manner intended. Within the groups 
of young girls, many workers were not attempting to increase their 
earnings by increasing output but seemed to be content to aim for 
relatively low output and earnings targets. It was found that the 
reason for the failure of the honey model of motivation in that case 
was that the model of motivation, implicit in the payment schemes, 
designed to encourage higher production, took no account of the 
custans of the neighbourhood fron which the firms drew their young 
labour force. According to the customs of that area, as may occur 
in many other areas of the world, the girls adhered to the custan of 
giving their wages to their mothers, particularly in the first months 
of their working life. Thus, the reason the simple model of money 
motivation is inadequate in this situation is that the person putting 
in the effort and the person receiving the payment or reward for 
greater effort are not the same person. Shimuin says: 
Thus in areas where it is custanary for girls to hand the whole 
of their wages to their mothers, receiving in return a fixed sun 
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as pochet money, it has been found that incentive payment systems 
are inappropriate.... (1962, p. 124) 
Thus, such empirical findings form a real challenge to the 
mechanistic view of the worker adopted by Taylor and his followers in 
the scientific management school. 
- The Hunan Relations School and the Importance 
of a Social Meaning 
The Human Relations school attempted to use the ability of 
work-groups to establish their own norms and values as a way of 
integrating employees into the industrial enterprise without basically 
altering the structure of capitalist social relations. How individuals 
relate to each other is seen as more important than the way their 
econanic, social and task relationships are structured (Watson, 1980, 
P-38). 
The leading spokesman of the Human Relations school was Elton 
Mayo (1880 -1949) who publicised the ideas of the school after the 
success of a series of industrial studies : the famous "Hawthorne 
Experiments" (Mayo, 1933). Generally speaking, Hunan Relations 
theory rested upon the recognition that the influence of group norms 
and values on individual orientations and behaviour was a resource 
which managanent could turn to its own advantage, if the allegiance 
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an leadership of the informal wank-group could be diverted into 
manaugenent hands. The possibility of achieving this required an 
alternative model of man to that proposed by the school of Scientific 
Management. "Economic man" was replaced by "social man" to 
acccmxlate the existence of the informal group. This group fulfilled 
social needs for belonging and engagement in wcrthwhile activities 
that management neglected, and hence embraced norms and values 
different from those of management. 
Mayo, whose work was largely influenced by Durkheim's analysis 
of ananie and social integration (see: Watson, 1980, pp. 41-46), 
argued that men obtain their sense of identity by their association 
with others, that meaning at work is sought through social 
relationships and that men are more responsive to social pressures of 
peer groups than to the control of management (Mayo, 1945) and 
there have been other studies which support these findings (see, for 
example: Whyte, 1948; Trist and Bamforth, 1951). 
Warr and Wall (1975) cannent upon the importance of social 
relations at work particularly for waren cloyed part-time. They 
suggest that more research should be carried out to establish whether 
full-time and part-time workers differ in this respect. Moreover, 
Victor Vroan (1964, p. 39) notes the importance of social relations at 
work. Nevertheless, Vroan also notes the importance of the 
opportunity for the expenditure of physical and/or mental energy 
(1964, p. 32), and the importance of the production of goods and 
services which involves the intrinsic satisfaction a person derives 
from successfully manipulating same part of the environment (1964, 
38 
p. 37). 
However, Human Relations industrial sociology has been widely 
criticised for such thirxgs as its managerial bias, its failure to 
recognise the rationality of employee's behaviour, its denial of 
underlying econanic conflicts of interest (see: Larxdsberger, 1958). 
Hawthorne studies have been heavily criticised cri methodological 
grounds by Argyle (1953) and Carey (1967). They have also been 
criticised for stopping analytically at the factory gates (Goldthorpe, 
1968). 
Critics have pointed out, however, that far from exacerbating 
industrial conflict, poor carrnunications have probably contributed a 
major part in its alleviation. Allen, for example, in drawing attention 
to the way in which information about job changes, planned 
redundancies, profit ratios and direcors' salaries is not comunicated 
to workers, cai rents : 
For those who believe that there is a correlation between 
cannunications and industrial unrest, perhaps it is well 
that ccinmunications are faulty (Allen, 1966, p. 109). 
- Self-Actualising Man 
By taking a psychologistic concern with some ration of human 
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nature as the basis for understanding human aspects of work, the 
neo-human relations school is seen as one of the most influential 
contributions of social scientists to managerial thinking. Among the 
writers who are seen as ccm posing the rye-human relations school are 
Maslow, McGregor, Likert, Argyris, etc. Nevertheless, one might 
trace the primary roots of this concept of a man's psychological 
growth, (self-actualisation), in Marx's writings, namely his concept of 
alienation or the loss of sense of self (see: Bottanore and Rubel, 
1963, p. 177). 
Generally,. proponents of the self-actualisation school argue that 
there are still higher needs than the need for group acceptance. In 
particular, self-actualisation, or the realisation of an individual's 
own potential, becanes increasingly important as lower-level needs 
are satisfied. Hence the principle role of management is to harness 
this need by making work intrinsically more challenging and meaningful 
(Likert, 1961; Argysis, 1964; McGregor, 1966). 
It is always reported that the theory of motivation derives its 
basis frcm the work of A. H. Maslow. Maslow (1954) argued that man's 
needs can be considered in terms of a hierarchy according to certain 
priorities. He presented a need priority of five levels. These five 
needs are: 
1. Basic psychological needs which are at the lowest level of 
hierarchy. Needs included at this level are especially those of food, 
water, clothing and shelter. 
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2. Safety and security needs. 
3. Belonging and social needs. 
4. Esteem and status. 
5. Self-actualisation and fulfillment. 
The important point about need levels is that they usually have a 
definite sequence of damnation. As the more basic needs are 
satisfied, a persai seeks the higher needs and so on and so on. If 
one's basic needs are not satisfied, they claim priority, and efforts 
to satisfy the higher needs must be postponed (Davis, 1977, 
pp. 42-43). 
McGregor (1966) also argues that workers' hostility towards 
management and its instructions can be viewed not as inherent in 
their personalities but as a reaction to the lack of satisfaction of 
their needs inside a given organisational structure. Like Maslow, 
McGregor argues that man's needs are arranged in a hierarchy and 
only those needs that are not satisfied influence motivation and 
behaviour. Thus, management must seek to create opportunities for 
workers' self-fulfillment. As McGregor put it: 
The essential task of management is to arrange 
organisational conditions and methods of operation 
so that people can achieve their own goals best by 
directing their own efforts towards organisational 
41 
objectives (McGregor, 1966, p. 15). 
On the basis of their study of engineers and accountants, 
Herzberg et al. (1959) concluded that workers want opportunity for 
achievement, advancement, responsibility and intrinsic interest. The 
important point about Herzberg et al's. research is that it has 
directed attention towards the importance of meaningful work for all 
levels in the occupational structure. However, only a minority, in the 
higher strata of the occupational heirarchy, experience jobs which 
offer the opportunity for the use of greater discretion and autonomy. 
There are, ho &ever, other findings which support the conclusions of 
Herzberg and his associates. For example, Jacques (1967), in his 
analysis of work, observed two sets of oamponent elements found in 
every job. Firstly, the prescribed element which specifies how the jab 
occupant should discharge certain functions and allowing for only 
negligable opportunity for decision-making . Secondly, the 
discretionary element which gives the job occupant freedom of 
discretion within the prescribed terms. Those in higher occupational. 
strata are priviledged to have jobs giving them intrinsic satisfaction 
and enabling then to see work as a central life interest. For them, 
instrumentalism and self-actualisation are oampatible rather than being 
mutually exclusive. Moreover, most people at this level value and 
expect to achieve intrinsic satisfaction fron their work. Those in the 
lower levels of the occupational structure, with highly prescribed 
jobs, obtain little or no intrinsic satisfaction and feel forced to 
focus on instrumental rewards. 
Argyris also (1957) emphasised the worker's moral involvement 
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with organisation. Through his potentiality for meeting challenges, 
exercising responsibility, developing independence, and freely 
expressing a range of talents and aptitudes the individual becomes an 
autonanaus moral agent and achieves psychological growth in a 
process of self-actualisation. 
Healthy adults will tend to obtain optin in personality 
expression whilst at work if they are provided with jobs 
which permit then to be more active than passive, more 
independent than dependent; to have longer rather than 
shorter time perspectives.... to have control over their 
world; and to express many of their deeper, more important 
abilities (Argyris, 1957, p. 53). 
Unlike McGregor and Argyris, who use the insights of psychology 
in order to suggest the limitations of what management can d in its 
persuits of conflicting objectives, Likert (1961, p. 98) argues that 
sophisticated managers who are prepared to take account of the major 
motivational forces that govern behaviour (presumably the need 
heirarchy), can assume attitudes of identification with the 
organisation and its objectives and a high sense of involvement in 
achieving than. And where this is done, both satisfaction and 
productivity will increase together (Likert, 1961, p. 1). 
Many proponents of the self-actualisation school think of their 
view of man's needs in work as a universal concept. In their opinion, 
all men, everywhere, can and should achieve self-actualisation within 
the organisation of their work which must be structured to offer such 
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opportunity for psychological growth (Fbx, 1971, p. 6). Moreover, 
many writers of this school have strongly called for the redesigning 
and re-structuring of work to enable man achieving his 
self-actualisation (Fox, 1971, pp. 6-7). 
However, among many criticisms of the self-actualisation 
approach is that it has declined to accept the responsibility of 
intrinsic conflict between the goals of workers and the goals of the 
enterprise. It does not, unlike the scientific management school, 
allow for the possibility of variations in meaning of work between 
various types and levels of workers, etc. (for full assessment of the 
self-actualisation approach see: Silverman, 1970, pp. 84-89). 
The Action Frame of Reference : The Definitional Approach 
The social action approach tends to regard behaviour as a 
reflection of the individual's own definition of the situation not as a 
reflection of the characteristics of a social system containing a 
series of impersonal processes which are external to actors. The 
implication of such a definitional approach is that research should 
start with the actor's own definition of the situation rather than 
making external judgements about the people he studies. If men, as 
Thanas (1966) wrote, define situations as real, they are real in their 
consequences. 
However, the social action approach wes largely originated from 
the works of many writers such as Weber, GH Mead, Talpott Parsons, 
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Schutz, Gof finan , Becker, Strauss, etc. Before I try to provide same 
of the individual contributions of the proponents of the social action 
approach, I think that it is advisable to outline the basic features of 
the social action approach as they have been identified by Silverman 
(1970, pp. 126-127). Silverman identified seven essential features of 
the social action perspective. First, the social sciences and the 
natural sciences deal with entirely different orders of subject matter. 
While the canons of rigour and scepticism apply to both, one should 
not expect their perspective to be the same. Secondly, sociology is 
concerned with understanding action rather than with observing 
behaviour. Action arises out of the meanings which define social 
reality. Thirdly, meanings are given to men by their society. Shared 
orientations beocme institutionalised and are experienced by later 
generations as social facts. Fourthly, while society defines man, man 
in turn defines society. Particular constellations of meaning are only 
sustained by continual reaffirmation in everyday actions. Fifthly, 
through their interaction men also modify, change, and transform 
social meanings. Sixthly, it follows that explanations of human actions 
must take account of the meanings which those concerned assign to 
their acts; the manner in which the everyday world is socially 
constructed yet perceived as real and routine becomes a crucial 
concern of sociological analysis. Seventhly, positivistic explanations, 
which assert that action is determined by external and constraining 
social and nor-social forces, are inadmissable. 
However, the social action approach is mainly based on the work of 
Max Weber (1864 - 1920). Weber defines social action as: - 
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In action is inclirl ci all human behaviour when and in so far 
as the acting individual attaches a subjective meaning to it. 
Action is this sense may be either avert or purely inward and 
subjective; it may consist of positive intervention in a 
situation, or of deliberately refraining fron such 
intervention or passively acquiescing in the situation. Action 
is social in so far as by virtue of the subjective meaning 
attached to it by the acting individual... it takes account of 
the behaviour of others and is thereby oriented in its course 
(1968, p. 1). 
In defining action as human behaviour when the agent or agents 
see it as subjectively meaningful, Weber emphasises the motive 
present in the mind of the actor which is the cause of the act. In 
other words, Weber insists that in order to explain an action we must 
interpret it in terms of its subjective intended meaning, saneth. ing 
quite distinct fron its objective valid meaning. That is to say a 
person's action is to be explained in terms of its consequences he 
intended it to have - his purpose - rather than in terms of its actual 
effects (for a practical example of this way of explaining action (see: 
Cohen, 1968, p. 81). 
Thus, the sociologist should proceed by seeking to understand 
those he studies. He should attempt to look upon the world in the 
same way that they do, should seek to appreciate how the world looks 
to then. He should, initially, seek to grasp the ideas, beliefs, 
motives arxi goals which move people to act. Knowing how things 
appear to people and what sort of thoughts, impulses and wants those 
46 
people have, the sociologists will be able to see that they act as 
they do because they are seeking to realise their ends and desires as 
best they can in the face of circumstances as they see then (Weber, 
1978, p. 9). 
While behaviourists argue that action occurs as a response to an 
observable stimulus, proponents of the social action approach tell us 
that action occurs as a product of what Parsons (1951) has called a 
"system of expectations" arising out of the actor's past experiences 
and defining his perception of the probable reaction of others to his 
act. The actor becomes aware of alternative courses of possible 
action. Since action is goal-oriented, that is concerned with the 
attainment of certain subjectively-perceived ends, the actor chooses, 
fran among the means of which he is aware, the action which seems 
most likely to achieve a satisfactory outeane. 
Goldthorpe is another proponent of an action approach. He uses 
such an approach to argue against those who see a logic in the 
technology of industrial society. Goldthorpe has asserted that too 
great weight has been given to technology as a determinant of 
orientations and behaviour in the work situation; and too little 
attention has been paid to the prior orientations which workers have 
towards employment, and which in turn influence their choice of a 
jab, the meaning they give to work and their definition of the work 
situation ( Goldthorpe, 1966, p. 228). 
Moreover, it has been the "Affluent Worker" studies of 
Goldthorpe, Lockwood et al. (1968,1969) mich have given sociology 
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the important concept of "orientation to work", a notion with great 
potential for investigating connections between actions in the 
wcrkplaceand the external oarrnuriity and cultural life of employees. 
In the course of studying "affluent workers" in three firms in Luton, 
Goldthorpe and his colleagues discovered that although assembly-line 
workers disliked the actual task they had to perform this was not 
associated with any marked dissatisfaction with the job, with the firm 
as an employer or with management and supervisors. These workers did 
not look for close social relations with fellow workers nor for 
supportive supervision; a good supervisor was someone who would leave 
them alone. The researchers explained these findings as due to the 
workers' instrtmental orientation to work, seeking a high level of 
economic rewards at work for expenditure an their hares and families 
which were the central interest of their lives. 
Goldthorpe and his colleagues suggested that orientations to work 
are formed largely outside the factory - being influenced in the case 
of the "affluent workers" by their family, ccmnu ity and class 
situations and these socialising agencies would influence both the 
choice of occupation and, therefore, the orientations to work as 
well. Thus attitudes and behaviour at work must be explained by 
reference to non-work factors and not in terms of the social system 
of the factory itself. 
By taking the actor's definition of the situation as a starting 
point, the social action approach provides a valuable corrective to 
the technical implications approach and its heavy emFhasis cn the 
importance of technology. Beynon and Blackburn state: 
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Within such an approach technology does mt cease to be 
important, it is merely taking on a different significance... 
(1972, p. 3). 
The social action approach has also made the fundamental link 
between work and non-work life by giving rise to a number of 
interesting investigations of the images of society of different types 
of workers, their possible origins in work and cannunity experiences, 
and their implications for attitudes and behaviour at work, which have 
been valuable in extending research well beyond the factory gates 
(Beyron and Blackburn, 1972; Bulmer, 1975). However, the social 
action approach is not without critics. 
First, orientations to work do riot usually comprise one 
over-riding priority, but contain a number of incommensurable 
objectives; which of these will be stressed depends on the context. 
Daniel (1973), for example, has shown how increases in wages are 
demanded in the context of negotiating a productivity agreement, 
while job satisfaction is stressed in the later context of warking 
under the new agreement. Daniel (1969) argued that different 
considerations are likely to be important in the explanation of job 
choice, behaviour in a job and the reason for leaving a job. He 
accused Goldthorpe of stopping analytically outside the factory gates 
-a criticism which has been rectified by subsequent studies such as 
Beyrion and Blackburn (1972) and Brown (1973,1974). 
Secondly, the influence of orientations to work on behaviour in 
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the labour market remains problematic. Fror a workforce to be 
self-selected in terms of a particular orientation to work not only is 
relatively full employment necessary but also adequate knowledge of 
the characteristics of jobs and genuine opportunities to obtain one 
which seems likely to satisfy the workers' objectives. The existence of 
internal labour markets within firms and the absence of detailed and 
accurate information about jobs makes this unlikely in many cases 
(Mann, 1973; Barron and Norris, 1976). Brown (1973) oomanented on 
the problem of measurement of meanings and questioned the workers' 
awareness of their priorities. He also queried the extent to which 
actors make a continuous and conscious evaluation of priorities not 
only because of the oxnplexity of orientations but also because of 
ambiguity or lack of clarity. 
Further, sane writers argue that non-work factors such as the 
ccrcrnunity situation of the workers may themselves be in part a 
product of the industrial background and traditions of the locality 
(see: Dennis et al., 1969; Brown and Brannen, 1970). 
3. Determinants of orientations to Work 
Social scientists have differed about the meanings that work 
might have for individuals and they have also differed considerably 
about the factors which influence workers' orientation to work. In this 
section, I will try to sunmarise those work and r n- ork factors 
which have been said to be important in determining the workers' 
orientations to work. I willdo that in a way which relfiects the 
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iniportance of all factors rather than emphasising this factor or that 
or making a false distinction between work and non-work factors. 
The review of the literature reveals that men have no innate, 
genetically-given orientation to work. As Mills put it: 
Work may be a mere source of livelihood, or the most 
significant part of one's inner life; it may be experienced 
as expiation, or an exuberant expession of self; as a 
bounden duty, or as the development of man's universal 
nature. Neither love nor hatred of work is inherent in man, 
or inherent in any given line of work, for work has no 
intrinsic meaning (1956, p. 215). 
This means that orientations to work are socially and culturally 
moulded. Individuals are taught at to expect and want fron work by 
a variety of socialising agencies. The state and other social 
institutions such as industry, business and commerce, religion, and 
the educational system encourage certain orientations to work and 
discourage others. Relevant strands in the cultural tradition exert 
their influence through education and the ccmnunications media. The 
local community, the family, and work sphere (technology, 
management, work groups, working conditions, etc. ) also contribute 
their effect. Finally, interested parties such as professional 
associations and trade unions may seek to consolidate or change the 
prevailing orientations. Out of all these influences upon different 
social groups and strata, different orientations to work are 
developed. 
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One important socialising agency is the family (Farmer, 1979, pp. 
98-121). It is largely agreed that the family has a significant iitpact 
on the individual's life including the work part of it through the 
Process of socialisation. 
Kohlberg (1966) and Mischet (1970) indicated that children 
quickly pick up a great deal of information about sex-roles and 
stereotypes. According to the social learning theories of Bandura and 
Walters (1963) and Helibrun (1973), children acquire sex-typed 
attitudes and behaviour fron imitation of their parents. Thus both 
parents are seen as potent role modelsaryd direct reinforcement 
agents. 
It is the culture of the society which defines social roles for 
members of the society. Research conducted by Macccby and Jacklin 
(1975) indicated that the evidence of sex differences in ability and 
personality does not support the traditional stereotypical beliefs. 
There are no established differences in social orientation, 
self-esteem, cognitive or analytical ability. The observing differences 
in the levels of attainment at work must be attributed, at least in 
, to differences 
in the socialization process for boys and girls. part 
Cultural and social pressures are strong, making women feel odd who 
fail to conform to the traditional role of women in society as wife 
and mother. It seems that the demands placed a-i people by their 
participation in one part of their social life are affected by the 
demands placed an them by their participation elsewhere. 
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However, Mischel (1974) reported that sex role stereotypes are 
losing same of their force. He mentioned two ares as being foci for 
change: socialization practices and beliefs about the nature of sex 
differences. If this is an indicator of the importance of the family in 
the formation of the children' perceptions of their social roles, the 
family can still have more direct and indirect effects on the 
individual's orientation to work. 
The occupations of the individual's parents are a major indicator 
of the individual's probable life-chances. This may be direct, in so 
far as the parent's own experience of work either leads to the 
encouraging or discouraging of their children from entering work 
similar to their work. Alternatively the parents may well wish the 
child to succeed in a sphere they themselves would liked to have 
entered. The experience and knowledge of work of brothers and 
sisters and more distant relatives may also influence the knowledge 
and orientation towards an eventual work career of the child (Carter, 
1966). But, the influence may also be less direct. Using the evidence 
of a large amount of interview material collected by Leicester 
University over several years, Ashton and Field (1976) show how the 
work situation of the father influences the family situation which, in 
turn, gives the child a certain perspective on the occupational world 
which will be later entered. 
Similarly, Parsons (1948) states that the same individual who has 
a role in the occupational system is also a member of the family unit. 
If the status of the parents is hierarchically differentiated there 
will inevitably be an element of differential access of opportunity. 
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However, the structure of the family is said to be of importance 
in determining the individual's orientation to work. In any society, 
men and women have roles which are defined and hitherto this has 
been a basic structural characteristic of the family in all societies, 
although things may change. Traditionally, the husband/father is 
expected to carry out the econanic provider role while the 
wife/mother, by contrast, is assumed to be confined to the home, 
caring for the children and the house. To use the terminology 
popularised by Zelditch and Parson (1955), the masculine role tends to 
be instrumental and the feminine role to be expressive. Both roles, 
however, appear necessary for a satisfactory family environment and 
when roles are indistinct the norms governing relationships within the 
family becane confused (Farmer, 1979, p. 70). Nevertheless, modern 
societies are characterised by the growing practice of carmen working 
outside the hone. However, working outside the name does not mean 
the abandonment of the feminine expressive role: that of home-maker, 
but working women everywhere must cope with the problem of 
reconciling the familial responsibilities with career obligations 
(Farmer, 1979; SHEBANI, 1983). 
This continuity and change in women's roles makes it unlikely for 
married women, especially those with children, to adopt a career 
orientation to work. Most surveys of working wives tend to show that 
money seems to be an important motivation for wives who work, 
regardless of the age of children and the size of the family income, 
and this is so even among those who do not work at all fran necessity. 
The other meanings of work - such as social meaning and career 
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rneanir% - are only possible when women work not because of economic 
necessity, but for other reasons such as desire for ecrnpany, the 
boredan of household routines, the quest for self-fulfillment, the 
interest of a job (Farmer, 1979). 
It sears that husbands' attitudes towards working wives and their 
(the husbands) willingness to help in carrying out the danestic duties 
are important in determining the types of occupations wives can have 
arid, therefore, their orientations to work (Fogarty et al., 1971; 
Rapoport and Rapoport, 1976). 
In their study of the family structure across all classes in the 
London region, Young and Willmott (1973) have shown that the help 
which husbands gave in the have was related to whether wives 
worked. Husbands of full-time working wives were seen to contribute 
Hore than husbands of part-time working wives. On the other harxi, 
taking all forms of help into account, the semi-skilled and unskilled 
workers contributed the least amount of help. Moreover, working 
wives were more likely to feel pressured and opted for more time off 
rather than more pay. They found that waren were also less 
cminitted to work because they did not see work as a central life 
interest as well as finding their work boring. 
Thus it is obvious that in order that both men and women may 
experience the same variety of orientations to work, new attitudes 
and relationships between men and carmen should replace the 
traditional ones in the family and in working life. Fogarty et 
al. (1971) stressed that if women are to pursue careers, at a level 
55 
oarrmensurate with their abilities and on an equal footing with men, it 
is necessary: 
1. To develop women's occupational competence. 
2. To remove discrimination. 
3. To work out new attitudes and relationships between men and wanes 
in the family as well as in working life. 
Fogarty et al. indicated that a high co mitment to work may 
raise problems for family life. on th basis of women's cccnnitment to 
both: the family and the work, Fogarty et al. distinguished between 
three types of camnitnment. First, non-commitment refers to the case 
where a wcman was quite happy to accept her danestic role returning 
to a career, if at all, only when it was convenient for her to do so. 
Secondly, secondary o xr nitment - which refers to the case where a 
woman wanted a career, but accepted that it must be secondary to 
the requirements of her husband's career. Thirdly, full-oannitment 
which refers to the case where aw tan pursued her career with 
equal involvement to that of her husband and believed that conflicts 
should be worked out on the basis of joint optimisation. 
Fogarty et al. also found that the wcmen felt overloaded, coping 
with the demands of the job and the harne they also experienced 
conflict between personal norms and social norms and role conflict. 
Thus, one would expect that the structure of the family, 
including the location of roles within its sphere, may have a 
significant influence on the individual's orientation to work, 
r 
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specially in a society where the traditional definitions of social 
roles still dominate. 
Another dimention of the family which might influence the 
individual's orientation to work is his (or her) position in the family 
cycle. It is most likely that the orientation to work of a single 
person differs fron the orientation to work of a married person and 
married people with children must be different fron those married 
without children. It should be, however, obvious that these likely 
differences are related to the demographic characteristics - such as 
age and sex - of the workforce (Beynon and Blackburn, 1972, pp. 
23-33). 
The arrival and different stages of children's growing up may, 
for instance, exert significant pressures on fathers' interests in such 
aspects of their jobs as inane level and degree of security. But the 
part played by children in adults' life cycles is vastly more 
significant for women interested in, or needing to find E nployment. 
As was suggested before, cultural pressures tend to lead to the 
defining of women's roles in such a way that married women and 
mothers working have an implicitly deviant status and this, together 
with their requirement to fulfil two roles at cnce, put them at severe 
disadvantage in the work sphere (Myrdal and Klein, 1968; Barker and 
Allen, 1976). 
In their study of the ways in which workers relate and adapt to 
their work situation, Beynon and Blackburn (1972) have demonstrated 
the importance of position in the family cycle in determining different 
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orientations to work. Those with family carmitment had lower 
expectations of work, seeking a job which fitted in with their 
danestic duties. By contrast, those without such family cartmitrnents 
had higher expectations of work including its intrinsic rewards. 
Cunnison (1966) noted the effect of family catmitrnents on 
orientations to work. Her research had shown that as a result of the 
worker's family role, their main concern was with running their home 
and looking after their fand-lies. Consequently they warked shorter 
hours than the men and saw their paid work as an addition to their 
main job of housekeeping. Unless they were the breadwinners there 
was not the same sense of inevitability of work found amongst men. 
Since waren are rrbre traditionally associated with homes than 
men, the family sphere is more likely to influence women's 
orientations and behaviour more than those of men, but men cannot 
escape totally fran the influence of family catmitments, especially in 
a society where the traditional culture still dominates or, at least, 
has not lost the battle with modernization entirely. 
Research literature also demonstrates the importance of the class 
position of the individual's family in determining his, or her, 
orientations to work. There is, however, a view that long before 
individuals start work they have developed different orientations to 
work depending on whether they are fron working class or middle 
class backgrounds. When they enter work their class position and 
class consciousness will influence their orientations and perceptions 
of work. 
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It is believed that from the earliest age, children from manual 
wage-earning families are likely to be absorbing fron parents, 
relatives and older siblings a multitude of hints and cues as to the 
Way life, including the way its work part, might be experienced. As 
Argyris put it: 
Years of experience with varying degrees of frustration, 
conflict, dependence, apathy and failure influence and 
become a part of the working-class culture, and are then 
ccnrnunicated to the children (1964, p. 81). 
Speakman (1976) argues that a child born into a working-class 
family is likely to develop different orientations and values fron the 
middle-class child and these class-based orientations and values are 
very likely to influence both occupational choice and career 
develognent. The child fron a middle-class background is more likely 
to be exposed to strong achievement values, have more ambitious 
career plans which, in turn, will affect attainment at school and 
work. 
As part as their wider study of social class in the 1960s, 
Goldthorpe et al. (1968) examined the attitudes and behaviour of 
assembly line workers in the Vauxhall plant in Luton. These workers 
did not appear to be deriving either intrinsic or social satisfaction 
from their work experience. Yet they did not express dissatisfaction 
with the jobs they were doing. The possible paradox here was removed 
by the author's explanation that these workers had knowingly chosen 
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wrrk with these deprivations, regarding such work as a means to a 
relatively good standard of living which could be achieved with the 
iru., ame made on the assembly line. The workers were said to have an 
instrumental orientation to work. The sources of this orientation were 
in class, o xrmunity and family backgrounds of the employees and not 
in the workplace itself. 
chi noy (1955), in his study of job satisfaction amcrig the 
automobile assembly-line workers, found that the auto worker did not 
derive his satisfactions from the work itself which was largely 
meaningless but he derived his satisfaction fron pleasures outside 
work, although he used the wages he gets fran the job to afford such 
pleasures. His view of the job, therefore, wss instrunental. 
The relationship between the individual's social background and 
his interpretation of work was also recognized by Gouldner (1959). 
He argued that the worker brings to the job situation a whole series 
of latent roles relating to age, sex, ethnic origin, religicn, social 
background, etc. which he can call upon to interpret that situation. 
There is an extensive literature linking the individual's 
education and his, or her, orientations towards work because 
education serves as a mechanism of reinforcing the family and class 
backgrounds of individuals (Miller and S, anson, 1958; Kahn, 1969; 
Hall, 1969; Ashton, 1974; Mackenzie, 1975; Banks, 1976). On the other 
hand, education is an essential factor in the individual's access to 
the labour market (Carter, 1963; Elder, 1965; Abramson, 1971; Ashton, 
1973). 
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Arcather structural factor which influences the individual's entry 
into employment life and, then, his orientation and behaviour in the 
world of work is the prevailing labour market. RAberts (1968,1975) 
has argued that for many individuals entry to work is a matter of 
fitting oneself into whatever jobs are available given the 
qualifications which one's class and educational background has 
enabled one to attain. In contrast to those theories which see the 
work career which a person takes up as an outcane of that person's 
ambitions, Roberts' emphasis cn the "cp ortunity structure" suggests 
that it is careers which tend to determine ambition. 
Moreover, it has been reported that the individual's orientation 
towards work is connected with peculiarities of the socially 
conditioned structure of the individual's personality, the content and 
intensity of the individual's needs and interests, the character of 
his, or her, vital ideals, strivings and inclinations (Zdravomyslov and 
Iadov, 1970; Suith, 1977; Watson, 1980). 
on the other hand, many social scientists have stressed the 
importance of what might be called "work factors" such as technology 
in use, social relations at work, occupational level, etc. 
There is a considerable body of literature suggesting an 
association between technology and workers' orientations to work. This 
is suggesting an association between technology and the ways in which 
workers relate and adapt to their work is the backbone of what has 
cane to be called the 'technological implications approach' to 
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industrial behaviour. According to this appraoch, technology in use 
will determine, or at least closely constrain, the way in which tasks 
are organized and that this will be a major influence on the workers 
orientations and behaviour. 
As a result of her south East Essex studies, Joan Woodward 
(1958, p. 16) concluded that the organization structure is a product of 
the technology being in use and, therefore, firms using similar 
technical methods had a similar organizational structure. A further 
conclusion was that technology also affected human relations in the 
plant. 
In his influential study of alienation, Robert Blauner (1964) 
stressed the importance of technology in shaping workers' 
orientations. Blauner used the concept of alienation to bring together 
different factors influencing work satisfaction. He defined four 
dimensions of alienation. These dimensions, as he termed them, were 
powerlessness (or lack of opportunity for control), meaningless (or 
lack of opportunity to feel a sense of purpose by linking cne's job 
with the overall producation process), isolation (or an inability to 
relate closely to others at work) and self-estrangement (cr personal 
fulfilment at work). Blauner examined four types of technology: 
Chemical process, textile, printing and the automobile assembly-line. 
He argued that what he called structural differentiation within modern 
industry has led to a situation where: 
"the industrial system distributed alienation unevenly among 
its blue-collar labour force, just as our economic system 
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distributes incase unevenly (Blauner, 1964, p-5)" 
According to Blauher, the most important differentiating factor 
which gave an industry its distinctive character was technology. Thus, 
it was the differences in technology that largely accounted for the 
differences in the degree of alienation among the workforce. As an 
example of Blauner's argument I may quote what he has to say about 
continuous process industries: 
"The case of the continuous-process industries, particularly 
the chemical industry, shows that autanation increases 
the wcrker' s control over his work process and checks the 
further division of labour and the growth of large factories. 
The result is meaningful work in a more cohesive, integrated 
industrial climate. The alienation curve begins to decline fron 
its previous height as employees in autanated industries gain a 
new dignity fron responsibility and a sense of individual 
function (1964, p. 182). " 
Sayles (1958) and Kuhn (1961) had postulated a connection 
between technological factors and one particular aspect of industrial 
behaviour, namely grievance activity. These authors viewed the 
impact the technology as mediated through its influence upon the 
formation of work groups in bargaining situations. 
Although this growing volute of literature concerned with the 
importance of technology in determining, or at least constraining, the 
role structure of the organization which in turn detennines or 
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oOnstrains the workers' orientations and behaviour, there are 
considerable problems with the technical approach in the sociology of 
work. For example, Watson (1980) has criticised Blauner's thesis for 
trivialising Marx's idea of alienation by conceptual isir%g it in 
subjective terms. Eldridge (1971) pointed out that Blauner's study 
failed to locate technology within the political context. Wedderburn 
et al. (1972) has noted that because of various reasons such as the 
diversity of meanings attached to the concepts of technology, 
attitudes and behaviour, it was difficult to construct propositions 
about the way in which it was thought to influence orientations and 
behaviour, except at a most general level. 
Turner et al (1967) have shown that the state of labour relations 
differed considerably between different firms in the autamobile 
industry in Britain. In particular, the level of strike activity showed 
great variation, although the technology in use was the same. Hence 
they questioned whether technology had any influence upon strike 
behaviour. 
Goldthorpe has accused the proponents of the technical approach 
of over-simplifying the problems of workers response to the stresses 
and constraints of assembly-line technology at the expense of other 
factors such as the prior orientations to work which workers bring to 
their employment (1966,240). 
Many writers have noted an association between occupational 
class and the workers' orientations and behaviour. There are 
observable differences between manual workers and iu -manual 
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wcc kern , between professional workers and non-professional workers, 
etc. 
Norse and Weiss (1955) indicated that people varied in their 
involvenent in their work according to their occupational classes. In 
their answers to the question whether they would continue to work if 
they had sufficient money to live canfortably, respondents had shown 
irnportant occupational class differences in terms of the degree of 
involvement in work and hence the rewards and satisfactions which 
are sought or expected. People in middle-class occupations pointed to 
the loss which would result with regard to the interest which they 
found in their jobs and the sense of acocxnplishment to uhich they 
were used. The type of loss mentioned by those in workiixa-class jobs, 
however, was typically more in terms of the lack of activity with 
which to keep thanselves occupied. 
Another classic study in this area was that of Friedmann and 
Havighurst (1954). Here the lower status workers were those most 
likely to stress the importance of money as the major reward. 
Moreover, research literature also suggests a relationship 
between the nature of rewards and jab satisfactions and job level. In 
his attempt to elicit whether the individual's central life interest 
lies inside or outside the work sphere, Dubin (1956), in his study 
based on a large sample of industrial workers, found that three out of 
four individuals at the manual work level had central life interests 
outside their work. Yet Louis Orzack (1959) found that four out of 
five of the professional nurses, included in his study, 
indicated a 
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central life interests in their work. 
Robert Blauner (1960) reviewed a number of work satisfaction 
studies and found that professionals and businessmen claimed 
relatively high levels of satisfaction, that clerical workers claimed 
higher levels of satisfaction than manual workers, whilst skilled 
manual workers appeared more satisfied than unskilled workers or 
assembly line workers, etc (see also: Parker, 1971). 
The most evident fact about job satisfactiai is that it varies, in 
terms of the overall amount of satisfaction, directly with a person's 
position in the occupational hierarchy. Alex Inkeles (1960) has 
demonstrated that this is true across national lines in Western 
industrialized societies. 
Hover, it seems that the conditions of work along with the job 
level play their part in influencing the workers' orientations to work. 
Beynon (1975) gave us an example of the influence conditions of work 
might have upon the workers' orientations and behaviour when he 
studied the life of a car assembly-line worker. Beyron pointed out 
that work for him means being machine paced, lacking control over 
work and experiencing boredom and monotony. Faced with this 
situation the worker develops an instrumental meaning congruent with 
the meaning implicit in the design of the job. Blum (1965) reported 
that job satisfaction is a result of a nurrber of factors such as 
conditions of work, ppramotion, salary, etc. 
c examining the material rewards of cash incase and associated 
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fringe benefits we find that these, like the actual working conditions 
which people experience, are distributed in an uneven way along with 
the Occupational levels (Rterts et al., 1977). It appears that work 
with highes' potential intrinsic rewards is often that which also offers 
higher extrinsic rewards. 
The size of the organization of work is another factor reported 
to have an influence upon the workers' orientations and behaviour. In 
his Division of Labour in Society, Durkheim stated that: 
"... small scale industry where work is less divided displays a 
relative harmony between workers and employer. It is only 
in large scale industry that these relations are in a sickly 
state (1933, p. 356). 
Revans (1956) using data collected fron the British coal industry 
has shown a direct relationship between colliery size and strike 
activity. 
Talacchi (1960) has shown a correlation between organizational 
size and job satisfaction. Thanas (1959) ford that the quality of 
work performance and the degree of ethical cocmºitment were in the 
smaller welfare bureaux he studied. 
Inciik (1965) reports that in a set of 32 delivery c rganizations , 
an index of member participation derived from absentee rates showed 
a significant negative correlation with size. 
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In their irnesLigation of age differences in -)äb satisfaction, 
Kalleberg and Iascocco (1983) have emphasised the organizational size 
along with class position, occupational segment, and industrial sector 
as important dimensions for understanding labour force differences in 
job rewards and work values. 
Many writers have stressed the importance of social relations at 
work in determining the workers' orientation to work. Writers in the 
broad Rinan Relations tradition have, Yvawever, focused almost 
exclusively on the way in which affective inter-personal relationships 
and work group cohesion determine workers' orientations and 
behaviour. Mayo argued: 
Marls desire to be continuously associated in work with his 
fellows is a strange if not the strongest human characteristic 
(1949, p. 99). 
Walker and Guest (1952) have suggested connection between 'group' 
and 'joy in work' as a result of their observations of social 
interaction on the autarobile assembly line. They quote assembly-line 
workers as saying: 
"We have a lot of fun and talk all the time" (1952, p. 77). 
and, 
"If it weren't for the talking and fooling, you'd go nuts" 
(1952, p. 68). 
Fox (1971) has emphasised the imrjýortance of social relations at 
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s xk not only in influencing the wcrkers' orientations and behaviour 
when they have already entered the world of work, but such relations 
might push the individual towards a certain occupational choice. It 
seems that even the writers who stress the role of technology have 
incorporated Mayo's assumptions in their work. For example, Blauner 
states that: 
"PDr many workers the plant is a axtinunity, a centre of 
belorxgingness and identification which mitigates against 
feelings of isolation" (1964, p. 24). 
Ingham (1970) viewed the workers' orientations and behaviour 
almost exclusively as responses to the impact of different work 
situations in which the crucial variables, are work group cohesion and 
supervisory style, technology, etc. 
Ddwerd Gross (1958) reported that an element in the development of 
oolleagueship among members of an occupation is the presence of 
mechanisms for facilitating informal interaction amongst colleagues. 
As specific examples of such mechanisms Gross mentioned clubs and 
outings. These mechanisms provide the cp ortunity for frequent 
interaction among occupational members and serve to strerxgthen the 
identity with the occupation. 
BluTi (1968) has also emphasised a vonnectim between job 
satisfaction and various aspects of one's job including social 
relations among wor}anates 
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Another element in the experience of work is management. 
Management usually have the power to exercise control over the other 
different elements of the organization of work. This control might 
clash with the workers' wants and expectations (Fox, 1971, pp. 26-69). 
Gouldner (1969) pointed out that severe constraints are placed upon the 
aspects of his "self" that the worker is able to demonstrate while at 
work. 
Beynon and Blackburn (1972) too have stressed the importance of 
supervision and management along with other variables in influencing 
the workers' orientations and behaviour. 
4. Work in Developing Nations 
In this section, I would like to examine some of the available 
literature on the theme of work in the developing nations. Although 
the main focus of these studies is the growth and importance of an 
industrial working class as well as how migrant workers come to terms 
with the pressures of modern urban industrial life, they also offer 
very useful descriptive accounts of work in particular and life in 
those societies in general. 
Hammam (1979) studied Egyptian working women in a textile factory 
in Chubra E1-kheima. Her study revealed that significant patterns of 
differentiation existed within the work force of the factory. Working 
conditions at the factory were described as deplorable especially as 
the workplace was overcome by the smell of chemicals which were 
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dripping from the machines. Hammam also reported that all women 
included in the study, regardless of their marital status, gave money 
as their main reason for seeking a job outside home, although most of 
the women had no control over their earnings since they had to hand 
them over to the husband or brother or father, etc. 
Slotkin's study (1960) of migrants from southern farms to Chicago 
and of workers in a sawmill on an indian reservation is a useful 
reminder that members of disadvantaged subgroups in an industrial 
society face many of the same problems as workers in developing nations 
when taking up industrial employment. However, Peil (1972) indicated 
that Slotkin's "cultural inadequacy hypothesis", which limits interest 
in factory work to those for whom the traditional society is least 
adquate, does not seem to fit the situation in Ghana where migration is 
basically an economic action; the culturally satisfied as well as the 
dissatisfied trek to towns to improve their standard of living. I 
would think that a combination of both, Slotkin's cultural inadequacy 
hypothesis and Peil's economic explanation may be more useful inthe 
Libyan context since a complex of economic and cultural factors are 
said to cause the waves of rural-urban migration (see chapter 5 of this 
volume). 
Jaspan (1962) demonstrated that manual workers in the Bandung 
Quinine Factory in Indonesia seem to have an instrumental orientation 
towards their work. Jaspan reported that all the management's efforts 
to improve the productivity in the factory failed because the workers 
did not see any improvements in their wages and working conditions. 
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In their studies of a tea plantation in Tanzania, Tumo and 
Associates (1977) reported that the workers were complaining mainly 
about low wages and bad working conditions. Such aspects of work are 
usually associated with the instrumental orientation towards work. 
On the basis of his study of the patterns of social behaviour 
among a group of African workers in an indian-owned clothing factory in 
Kabwe in Zambia, Kapferer (1972) emphasises the importance of the 
interactive effects of the wider society, personality and the general 
features of the work situation in influencing the worker's attitude and 
behaviour not only in the work palce but in life as a whole. 
Peace (1979) also emphasized the importance of the worker's 
occupational status in influencing his life outside the factory. 
This is a brief summary of the available literature on work and 
workers in developing nations. Such literature offers a good 
opportunity for studying industrialisation in its early stages, 
although the author thinks that the comparison between the developing 
societies is no less difficult than the comparison between the 
developed and developing societies. Nevertheless many of the issues - 
such as the conflict between the interests of management and workers, 
differences between manual and non-manual workers, between men and 
women, between the qualified and unqualified which have been observed 
in the developed nations - also exist in the developing nations 
according to the available literature. Any differences are, in my 
view, in degree rather than in nature. 
r- 
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5. Theories of Occupational Choice 
Theories of occupational choice are those theories which attt i 
to explain how orientations to work develop. Thus, a study of 
theories of occupational choice should be helpful in understanding how 
orientations to work develop and in identifying the factors which are 
likely to influence such development. 
However, much of the literature on the so-called process of 
occupational choice is psychologically based and examines the way in 
which the individual develops and passes through a series of stages 
during which the self-concept grows as abilities, aptitudes and 
interests develop. 'IWo very influential theories of this type are those 
of Ginsberg et al. (1951) and Striper (1957). In contrast to those 
psychological theories - which stress the importance of choosing the 
occupation which are consonant with the individual's ambitions and 
aspirations, there are sociological theories which are more concerned 
with the extent to which the choice of occupation is limited by 
structural factors (Musgrave, 1967; Roberts, 1968,1975). 
Nevertheless, Newnan (1968) has suggested that the two approaches 
could be operating for different social groups: the psychological 
theories being relevant for middle classes and the sociological 
theories applying to the working classes and minority groups. 
- Developmental Theories of occupational Choice 
Many writers - such as Ginzberg, Super, etc. - have argued that 
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occupational choice is a developmental process, not a single decision 
but a series of decisions made over years, with each step in the 
process having a meaningful relation to those which preceed it and 
follow it. Or as Ginzberg put it: 
... an individual never reaches the ultimate decision at a 
single moment in time, but through a series of decisions over 
a period of many years; the cumulative impact is the 
determining factor (1972, p. 27). 
In his early , Ginzberg (1951, p. 198) represented the 
process of occupational choice as caning to permanent closure when a 
person begins to work. However, he now sees the choice process as 
coextensive with a person's lifetime. In 1972, he described 
occupational choice as a lifelong process of decision making in which 
the individual seeks to find the optimal fit between his career 
preparation and goals and the realities of the world of work. 
On the basis of the chronological age and develognent of the 
individual, Ginzberg (1951) isolated three fundamental stages through 
which the individual passed each stage being important in the 
decision-making process. First stage is the fantasy period, during 
which the young person cannot assess his capacities or the 
opportunities and limitations of reality. He believes that he can be 
whatever he wants to be. The choices are arbitrary and made without 
reference to reality although the content differs according to the 
ernirorment to which children are exposed. Second stage is the 
tentative period, during this period, however, emEhasis remains mainly 
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subjective, an interests, capacities and values. As persons reach the 
end of this period they realise that an effective resolution requires 
the incorporation of reality elements. According to Ginzberg, persons 
"aware more and more of the complex structure of reality with 
its job hierarchy, variety of working conditions, specific 
conditions of entrance into occupations, various income and 
security factors and the host of allied elements which are 
part of the working world (Ginzberg et al ., 1951, p. 196). " 
Third stage is the realistic period, during this period the person 
recognizes that he must work out a oompranise between what he 
wants and the opportunities that are available to him. The sex and 
educational status of the young adult became important and actual 
work experience has an impact on the definitive vocational decisions. 
Within this period three sub-phases can be distinguished: exploration, 
crystallization and specification. 
Although this theory has provided a base for other theories of 
occupational choice (Super, 1957), it is of limited value in explaining 
occupational choice. Since the research, on which this theory was 
built, was conducted on group of privileged children in terms of 
econanic position, family support and status in the cc mzuty, it is 
difficult to apply it to school leavers fran working-class backgrounds 
with few if any qualifications. Moreover, the theory makes the 
assunption (and this is true for all theories of occupational choice) 
that individuals are able to choose their occupations while, as 
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R berts (1975) indicates, few people are able to choose their 
occupations in any meaningful sense. According to Roberts, the most 
relevant information is not aspirations and priorities but educational 
experiences and the local jab-opportunities structure. 
Later, Ginzberg and his new associates seem to accept the 
importance of both: the external conditions - such as existing market 
conditions or prior education and the internal factor, that is the 
individual's aspirations and expectation. As Ginzberg et al. argue: 
"Although eternal conditions such as eisting market conditions 
or prior education may prove determining, the career 
development of our group cannot be adequately explained 
without taking account of an important internal factor, that 
is a desire to relate their present circumstances to future 
goal" (1964, pp. 155-156). 
Super (1957), who gave relatively more attention to the 
situational factors which condition the eventual occupation which is 
chosen, also proposed a developmental model to explain occupational 
choice. Like Ginzberg, Super argues that the individual passes 
through stages similar to those of Ginzberg. Yet he places more 
emphasis on the social environment structuring the individual's 
conception of his interests, priorities, abilities and capacities. 
Super, however, stresses the importance of part time work in the 
development of career aspirations and expectations. 
The developmental models of occupational choice have been largely 
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criticised for the assunption of the casual relationship between 
self-oc)ncept and occupational choice (Hayes, 1971), and Roberts 
(1975) stated that only few people are able to make genuine career 
choices. 
- Sociological Theories of occupational Choice 
In contrast to the descriptive, developmental theories of 
occupationalf choice, there are sociological theories which are more 
concerned with the extent to which the choice of occupation is 
limited by structural factors. 
Musgrave (1967) attempts to be more sociological by concentrating 
on the series of roles through which the individual passes at hone, in 
education and early work experience. In other words, he made use of 
socialization as a conceptual focus for developing a sociological 
theory of occupational choice opposite to the descriptive, 
develognental theories developed by psychologists such as Ginzberg 
and super. 
Musgrave used development in conjunction with the concept of 
socialization and role theory. He argued that the individual is seen 
to pass through a series of roles in the home, school and work. Each 
constitutes a part of the socialization process through which the 
individual's ambitions and self image are gradually formed. 
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Masgrave isolates three stages to the process of socialization: 
Primary socialization (refers to roles played in all settings), 
secondary socialization (refers to roles played in sane settings) and 
tertiary socialization (refers to those roles only played in one 
setting). Then, he links these types of socialization to four stages 
of occupational maturation. First stage is pre-work socialization. 
During this period, family, school and peer groups are important 
influences. The individual's abilities develop together with his 
self-concept of these abilities. It also provides opportunities for 
role rehearsal although it seems to me this depends on the level and 
the type of job one does. Second stage is entry to the labour force, 
the young person choosing a particular occupation. Vocational 
guidance and work experience programmes organized by school are 
important. Third stage is the socialization into the job. This 
socialization occurs when the individual becanes socialised into a 
particular occupational role. Musgrave emphasizes the importance of 
anticipatory socialization influencing successful adjustment. 
Therefore, Musgrave appears to support the notion of work and 
non wk factors influencing orientations to work. Fourth stage is 
job changes. A job change is necessary for those unsuited to the 
job. Socialization at this stage is normally of the tertiary type 
since it is only relevant to one social setting, namely the work 
situation. 
Again, Musgrave simply assumes that individuals have a free 
choice. He simplified the socialization process and assumed that the 
social structure within which individuals play roles is unified and 
cohesive. 
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The approach which does full justice to the limitations imposed by 
the individual's structural context is that of Kenneth Roberts (1968, 
1975). Here, it is stressed that for many individuals entry to work is 
a matter of fitting oneself into whatever jobs are available given the 
qualifications which one's class and educational background has 
enabled one to attain. In contrast to those theories which see the 
work career which a person takes up as an outarne of that person's 
ambitions, Roberts' basis on the opportunity structure suggests 
that it is careers which tend to determine ambition. Roberts argue 
that careers develop into patterns dictated by the opportunity 
structures to which individuals are exposed first in education and 
subsequently in employment and the individual's ambitions reflect the 
influence of the structures through which they pass. 
Although Roberts' approach is a great advance on much that 
preceeded it, it can be criticised fror its pessimism. Timperley (1974) 
points out that Roberts' model concentrates on initial entry into 
employment at the expense of considering subsequent job choices. 
Watson (1975a) has pointed out the extent to which individuals strive 
to improve the work situation by making job changes (see also Fox, 
1971, pp. 70-107). The car workers studied by Goldthorpe et al. 
(1968) had often entered that particular work as part of a consciously 
chosen change in their work careers, leaving more intrinsically 
satisfying work for greater monetary rewards. 
However, apart fron the opportunity structure model influenced by 
ixcme and school, it is important to include the general work situation 
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(Blau et al., 1956). Blau and his associates focused attention on the 
labour market information: individuals can only choose fron options 
known to them. 
The options are sanetimes very reduced or even non-existent (as is 
the case with high unemployment situations). on the other hand, any 
explanation of why individuals end up in specific jobs should take 
account of the process of selection by employers. II ployees have to 
be selected (or accepted) by employers (firms) before they can enter 
an occupation -a further limitation of the notion of choice. 
6. Theories of Modernisation 
The literature review has generally shown how the meaning of 
work has developed along with the changes in the social, cultural, 
economic and political life of a society. This implies that the 
individual's view of his work in a modern society differs from the view 
of an individual in traditional society. Modernisation refers here to 
the general socio-econanic change at the societal and the individual 
level. 
Since Libyan society has been going through a process of 
modernisation especially since the discovery of oil in 1959, the 
researcher thinks it advisable to summarise sane of the social 
scientists contributions to modernisation theory in order to serve as 
part of the general theoretical framework which is guiding the present 
research project on the relationships between people and work in 
modern Libya. 
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A rnuber of studies have been carried out on modernisation in 
Libya and the Middle East in particular, and in the third world in 
general (Lerner, 1958; Kilson, 1966; Wells, 1969; Elaissi, 1979; Attir, 
1980). The main focus of most of those studies has been to 
demonstrate same of the indicators of modernisation in those 
societies. Same writers have criticised present theories of 
modernisation for being too western-oriented and called for a more 
universal theory of modernisation (Attic, 1980) or for a theory which 
could be useful in understanding each case of the currently charging 
societies (Alaesi, 1979). Nevertheless, it appears that most of the 
previous research in the field has not yet departed fran the empirical 
level towards more serious attempts in developing sociological 
explanations for the causes and trends of modernisation. 
I would like now to expose briefly the various ideas, concepts, 
definitions of modernisation which have been developed by different 
social scientists who, in turn, differ considerably among themselves 
about the theory of modernisation. Examples fron the history, 
econany, politics, sociology, culture, and demography of Libyan 
society will be used as much as possible in connection with these 
theories of modernisation. 
The history of Libyan society can be divided into three 
fundamental periods although the cutting-off points are not alweys 
very clear. The first period includes the time before the 
independence of 1951 when Libya had been only a part of larger 
empires, such as the ancient Pharaonic empires, Phoenicians, Greek, 
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Rcman, Ottanan, Arab, Italian, French and British, which has 
influenced the total course of life in Libya. The second period 
includes the time fram the independence of 1951 to 1969 when the 
revolution took place. The third period is the post-revolutionary 
period which falls between 1969 and the present. The movement of 
the society fron the first stage to the second stage and, later, to 
the third stage has required and caused a great change in the social 
and econanic order. The important point here is whether or not one 
can explain the changes through which Libya has been going in terms 
of Parsons' theory of social change. T. Parsons (1951) holds that 
societies are systems which always tend to equilibrium, even if they 
do not reach it. He conceives of social change as the novenent fran 
one equilibrium position to another (or one tendency to another) as 
the internal forces charge and rebalance themselves. It was Smelser 
(1959) who provided us with a good example of Parsons' theory applied 
to the study of social change. (i the basis of his study of the 
English Cotton Industry,, &nelser showed how a society achieves a new 
equilibrium when the old equilibrium is worn out. 
The few works available an Libyan society reveal that certain 
categories of people (namely the young and educated) have been 
playing a special role in bringing about modernisation in Libyan 
society. For example, the findings of Attir's study of modernisation 
(1980) indicated that while the educated and young individuals tended 
to be less alienated, more interested in modern life, they were also 
more flexible to adjust to the new life. By contrast, the elders (who 
also have no or little education) tended to be alienated and 
distrustful of change. Moreover, I remember, as a natural member of 
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Libyan society, how the courage and determination of a young, 
educated man led to the abolition of tatooir-jg women in their first 
marriage - which was a painful tradition - in the small area where Z 
carne from. The creative and leading personality was, in this case 
the cause and the motive behind the change. Proponents of 
social-psychological theories such as Hagen (1962) and McClelland 
(1964) - have focused on the individual and his personality as a cause 
and a result of modernisation. 
According to the available literature cn contemporary Libyan 
society, one can conclude that the present-day Libya is characterised 
by a relatively high degree of urbanisation, high degree of 
constntption of modern goods, high degree of social mobility and large 
use of machines. Such characteristics are good indicators of the fact 
that Libyan society is becaning rapidly modernised. For example, 
Inkeles (1974) defined modern society as that society which is 
characterised by a high degree of urbanisation, large use of 
machinery, high degree of consumption of modern goods and high 
degree of social mobility. 
It is obvious that the eooncmic factor, which refers here mainly 
to the oil revenues, has played a crucial role in bringing about 
modernisation. Rostow (1960/62) emphasised the importance of 
econanic factors in modernisation along with same other factors - 
such as a modernising elite, a raising of the horizon of expectation 
among the masses etc. 
Most of the works, which are available on Libyan society, have 
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demonstrated education as a strong force of charge (see for 
example: 5hebani, 1962; Attir, 1977/79; E1-Hurd, 1979; E1-Fathaly et 
al ., 1977; Shilli, 1980; E1-Haumali, 1982; Shebani, 1983). Literature 
suggests that there is a strong relationship between the individual's 
modernity and his, or her, education (Inkeles, 1969b; Schnaiberg, 
1971). Education is indispensable for many modern roles as well as 
the fact that it widens people's cognitive maps and enables them to 
evaluate their life including the work part of it at least by x nparing 
it to that of others. 
Weiner (1966) noted that there is a general agreement that values 
and attitudes must charge in order for modernisation to occur. 
Similarly, Shebani (1983) has - cn the basis of his study of the 
position of women in Libyan society - conceptualised that in order 
that Libyan wrsnen can have an improved status, they must show a 
willingness to change and men must change their values and attitudes 
towards warren and their role in modern life as well. Since the 
willingness and attitudes of people might facilitate or handicap the 
process of modernisation in a society, political leaders always give a 
great amount of their time and energy to securing the catmitment or 
willingness of people for the proposed change (Feith, 1966). 
Because of its unique location, Libya had fallen for centuries 
under the sphere of influence of successive and separate groups of 
empire builders. Many writers have argued that colonisation has 
contributed to the process of modernisation in many third world 
societies. For example, Kilson (1966) emphasized the role of 
colonisation in changing the political and social order in the 
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Equatorial African States. In Libya, the Italian occupation in 1911 
initiated a new era of sustained contact with Europe that stimulated 
gradual modernisation. For example, Attir (1977, p-8) has pointed 
out that the Italians introduced new concepts, values, and norms 
which were locally defined as new, different and modern . Elkabir 
(1982,40) has also stated that modernisation in Libya was strongly 
associated with colonisation. However, the external forces of 
modernisation in third world societies are now working through a 
number of channels such as foreign labour, students, imported 
technology and manufactured goods, tourists, cannunications, etc. 
Score writers have argued that the contemporary traditional 
societies (in contrast to modern societies) should be exposed to the 
values and norms of advanced societies in order to became modern. 
In other works, the traditional societies (mainly belonging to the 
third world) have to adapt the arnplete Western social, economic, 
and political model in order to achieve modernisation. Modernisation 
for those writers means Westernisation, or at least they describe 
'modernisation' in terms of a number of characteristics which fit the 
western experience (see: parsons, 1964; Smith and Inkeles, 
Lerner, 1958). 
However, to say that for a society to become modern, its 
individuals must abandon their old ways of life, relations with each 
other and maybe beliefs including religious ones is, in my view, quite 
exaggerated. For it has been argued that traditional traits may 
continue to play a role in modern living (Ooser, 1967, p. 27; 
Eisenstadt, 1973). But, this should not lead us to reject entirely the 
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Convergence hypothesis developed by sane writers such as Kerr et al. 
(1973); Dore (1973); Bell (1974) who generally argue that industrialism 
brings with it certain inevitable charges in the way that social life 
is organised and imposes cannon patterns of social behaviour on 
societies which embark on the path to beccming industrial (modern) 
societies. The point I would like to make here is that both the 
factory and its production are important in achieving a degree of 
modernisation in a society. We are becaning modern in Libya (see: 
Attir, 1980) while Libya has just turned towards industrialisation. 
This is, in my view, because of the rapid separation of the imported 
industrial goods as well as other factors such as education. 
I think that it is true that industrialisation, the separation of 
industrialised goods, and the modern aspirations and expectations of 
individuals always leads to new lifestyles, attitudes and values, and 
sane characteristics of these new lifestyles, attitudes and values can 
be universal. 
Therefore, I would argue that wlOrk is among the areas where modern 
societies (or societies undergoing a process of modernisation) may 
share similar patterns. In my view, professionals everywhere have 
sanething in ca mon as well as the manual workers. But a Libyan 
worker does not need to go to the club to drink beer; he might go to 
the mosque to say his prayers. 
7. Theories of Stratification 
Literature suggests that the social class of the individual's 
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family influences the totality of his, or her, life including the 
experience of work. Unfortunately, I have been unable to fired a 
single study which demonstrates such relationships between social 
class of the individual's fanily and his, or her, life including the 
work section of it in Libyan society. Joffeand Mclachlan have 
written: 
There are few places in the Middle East and North Africa that 
suffer so badly as Libya from a dearth of acadanic literature 
........ (1982, p. xii) 
The lack of academic literature literature cn social stratification and 
its implications for 'individuals' in Libyan society might be due to 
the short history of research in the country as well as to the 
political sensitivity of the subject itself. Bill (1972) reported that 
the Middle East is an area where one cannot speak about classes. 
Nevertheless, there are hints in the literature that the 
socio-economic status of the individual's family may influence his, or 
her, chances in education and in work. This is true in both 
traditional (El Fathaly et al ., 1977) and modern Libya 
(El-Harrmal i, 
1982). 
However, the class structure in a given society embraces a number 
of classes and smaller groups of a class character, depending on the 
complexity of the socio-eoonanic structure. The main criteria for 
delineating class divisions and class structure are the relations based 
on ownership and control of the means of product-ion, the place in the 
social division of labour and role in the social organisation of work, 
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source of inane and income level, conditions of work, the way of 
life and culture. Libyan society still possesses many of these 
criteria of class structure although revolutionary measures - such as 
nationalisation of trade and industry, the change in the salary 
structure, the promotion system, the taboo on the private employment 
of individuals - have been introduced by the Revolution of 1969 as an 
attanpt to liquidate, or at least reduce, the inherited social 
stratification system in Libya. This sIxA s that the liquidation of 
such a social stratification system, which has developed through the 
ages, cannot be achieved quickly and easily. I do riot, however, 
exaggerate when I say that almost n issue of the newspapers 
published in Libya since 1983 did not include an attack cn one form 
or another of social inequality. The attached pictures fron a Libyan 
newspaper shows a form of inequality in contemporary Libya (Figures 
2.1 and 2.2). Despite the canplete lack of empirical evidence on the 
impact of social class on an individual's life including the work 
section of it, the researcher still sees it as valuable to include sane 
of the soiciological theories on social stratification in the general 
framework of this study in order to count for the possible class 
effect on the individual's orientation towards work. 
Social inequality has been a universal feature of human societies 
even if the degree of this inequality has varied greatly among human 
societies throughout history. This stabilisation of social inequality 
is referred to as social stratification. According to Owen (1968) 
stratified society is a society which exhibits rank orders which 
Persist over time and are associated with many differences in the life 
experiences of the people of that society. 
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Sociologists usually distinguish three types of social 
stratification as follows: - 
1) Caste In a caste system, admittance to social strata is 
determined by birth and individual mobility fron caste to caste is 
inconceivable in one's lifetime although an entire caste might 
improve its position in the social hierarchy through strict 
adherence to practices intended to improve ritual purity. India is 
the most arnplete example of a caste system existing . 
2) Estate In an estate system, strata are separated fron each other 
through legal and custanary means and form a hierarchy of three 
or four levels: the military aristocracy or nobility, the clergy, 
the merchants and artisans and the free and unfree peasants. 
Although individual nobility fron estate to estate was not 
prohibited by law or custan, the mobility between estates was 
infrequent. 
3) Class The teen class is usually used to refer to any 
stratification system which is neither of the caste or estate 
variety. Owen (1968) points out that a class system is generally 
found in association with official beliefs in political and moral 
equality. Individual nobility across class lines is not 
prohibited by law or religious doctrine, although informally 
discouraged. 
However there have been many attempts to define social class and 
to build models, based on one or more of the features of social life 
such as power, wealth, careers, lifestyles, etc., to explain the social 
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system of a society. 
According to Lenski, social class is an aggregation of persons in 
a society who stand in a similar position with respect to sane form of 
power, privilege, or prestige (Lenski, "power and Privilege", 1%6). 
To Marx, social classes are detennined by their relationship to 
property or the means of production. On the basis of two criteria, 
ownership of the means of production and purchase of the labour of 
others, Marx defines two major classes in modern capitalist society. 
The first class consists of the capitalists who own the means of 
production and purchase the labour of others. The second class is 
the working class whose members neither own the means of production 
rx)r purchase the labours of others, but instead sell their own labour 
poorer. Marx also identifies yet another class: a minor transitional 
class known as the petit bourgeoisie, which owns the means of 
production but does not purchase the labour of others (Tunin, 1970; 
Rt inson & Kelly, 1979). However, Marx, uho saw the history of 
world societies in terms of class struggle, also argued that the state 
of consciousness is the factor which distinguishes class in itself fran 
a class for itself which is an active social force in changing society 
(Cuff & Payne, 1981). 
To Max Weber, who disagreed with Marx that ecorxmic factors were 
the only important factors in dividing society into classes, organised 
his work to show that there were other important factors in addition 
to the mode of production: social classes were determined by wealth, 
power and prestige. Weber argued that power is the potential fror 
imposing one's will upon others (Bendix & Lipset, 1953) or (Owen, 
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1968). 
According to Dahrerx3orf, , social classes are determined by their 
relationship to the mode of authority. Based on this mode of 
authority, Dahrer rf defines two main classes :a Camnand class 
which exercises authority and an Obey class which is subject to that 
authority. As well as these two major classes, Dahrendorf defines 
another minor class }Qx wn as a classless group who neither exercise 
authority nor are subject to it, but work on their own account 
(American Sociological Review, 1979). 
Thorstein Veblen, who is seen as an appendix to Weber's discussion 
of groups, introduced another mode of stratification known as social 
ha our upon which he defined a new group known as the leisure class. 
He argued that the emergence of a leisure class in a society depended 
on two conditions. First, war or sane other predatory pursuit was a 
custanary way of life. Secondly, the techniques of supplying food 
should be at a level consistent with the abstention of sane part of 
the population from regular work (Owen, 1968). 
Giddens (1973) distinguished three classes. First, the ownership 
class (possession of property). Secondly, the middle class (possession 
of skills and qualifications). Third, the we rking class (selling 
manual labour power). 
However, because of the lack of research an social stratification 
in Libyan society, it is difficult to say which of these factors are 
determinants of social stratification in that society. Nevertheless, I 
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Would like to make two important observations . First, "Fewer" is 
historically a very important factor in determining social 
stratification in the Middle East: power derived from the various 
sources such as occupation, religion, education, eeorrzny, etc. (Bill, 
1972, pp. 417 - 434). Secondly, I would think that, as Libya becomes 
modern, sane sources of per - such as religion - are becaning less 
inportant while the individual's occupation is increasirxgly becoming a 
very important source of social status given the tripartite 
relationship between education, occupation and income. 
8. Typologies of orientations to Work 
A number of researchers have attempted to develop typologies of 
orientations to work. Among the typologies which will be presented 
in this section are those typologies developed by Goldthorpe and his 
colleagues, Beynon and Blackburn, Zburaine and Associates and 
Ingham. 
Whilst accepting that all work in industrial societies has an 
instrumental basis, Goldthorpe, Lockwood et al. suggest that a 
typology of work orientations can, nevertheless, be offered (1968, 
pp. 38-41). Goldthorpe and his associates distinguished the following 
three types of orientations to work. First, the instrumental 
orientation - where work is a means to an end. A way of earning 
income to support a particular life style. Here workers have a 
calculated involvement with the employing organisation, and work and 
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non- rk spheres are sharply dichotan. ised. Second, bureaucratic 
orientation - where work is viewed as services to an organisation in 
return for career progress. Workers have a positive involvement with 
the work and the firm. Work and non-work spheres are not sharply 
dichotomised: work identity and organisational status are carried over. 
Third, solidaristic orientation - where work is viewed as ecorxxmic but 
with this limited by group loyalties to either workmates or firm. 
this case, social relationships and shared activities are fourx 
rewarding and work relationships sanetimes form the basis of 
occupational cc rmunities outside work. 
Beynon and Blackburn (1972) also distinguished four different 
groups of worker each with different orientations to work. These 
four groups are as follows: - 
In 
a) Part-time married women with children who worked for both economic 
and social reasons but view work as secondary to their role as 
wife and pother. 
b) Full-time wanen - same were married and a few of those married 
warnen had children. For this group, the main attachment to the 
job lies in friendship with work colleagues but the ecotxmic 
factors are important as well. 
c) Night-shift men whose interest was family centred and, like the 
part-time women, wanted hours to spend with their families. For 
this group, the oaimitment to work was distinctly instrumental, 
although security of job was very important. 
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d) Day-shift men - the majority of this group were young and single. 
Those who were married had fewer children than the night shift 
men. This group had greater expectations fron work. Prcmýation 
was important for them. 
A. Touraine and Associates (1965) have distinguished three types 
of attitudes. First, the technical type which concentrates on an 
evaluation of the physical aspects of the evolution of work (fatigue, 
safety, etc. ) and which is generally not in favour of mechanisation. 
Second, the econanic type which canpares the advantages to the firm 
resulting fran modernisation with its disadvantages to the worker, 
thus arriving at a positive balance in respect of the firm and a 
negative balance in respect of the worker. Third, the social type 
which arrives at a favourable conclusion concernirx3 the occupational 
consequences of modernisation but ranains critical of its social 
consequences on wanking life and on the general social situation of 
the worker. 
Ingham (1971) distinguished three types of orientations to work as 
follows : 
a) Instrumental orientation, where material rewards are the sole 
basis for involvement. 
b) Instrumental expressive - negative orientation, where the worker 
seeks to exercise control over his work situation as well as to 
organise in order to challenge managerial prerogatives. 
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c) Instrumental expressive - positive orientation, where ck is 
expected to be satisfying andtooffercx rtunities for close 
contacts with people in authoritative positions. 
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Chapter 3" Research Programme 
1. Introductic 
In this chapter, I would like to outline the research progranme 
of this study. This includes the research problem, sources of the 
study, significance of the study, assumption and expectations, the 
approach, methods and techniques of this study. 
2. Research Problem 
The general aim of this study is to document work in Libya, both 
in its objective features and in its subjective meanings. More 
specifically, the study aims to accanplish the following tasks: 
i) To clarify, on the basis of empirical data, the actual picture of 
orientations towards work among a sample of war" people 
drawn fran different occupational settings in modern Libyan 
society. 
ii) To explore the possible relationships between the orientations 
towards work and a number of work and non-work factors such 
as occupation, occupational grade, age, sex, education, marital 
status etc. 
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3" Sources of the Study 
The Present study brings together anpirical evidence from a 
variety of sources as follows: - 
i) The main source is quantitative data which will be produced by a 
job-attitude survey in a niznber of occupational settings in 
Libya. 
ii) Current sociological literature in general and sociology of work 
in particular. 
iii) Government documents, statistics, reports and executive rules and 
regulations, etc. 
iv) Non-official literature on Libya oamprising books, periodicals 
and magazines. 
v) Reports of previous surveys conducted on Libya. 
vi) The author's personal knowledge, as a native, will be utilised as 
well 
4. Significance of the Study 
First, this study aims to produce a scientific docunent on people 
and their work in Libyan society. Second, it represents a pioneering 
effort to contribute same empirical evidence to the field of work in 
Libyan society. A review of previous research in Libya, where 
scientific research has a very short history, reveals that no direct 
research has been done in the area of work in Libyan society in 
general and the orientations of working people to their work in 
particular. Thus this study hopes to bring sane 'new blood' to Libyan 
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social research. Thirdly, this study represents an opportunity to 
retest sane of the social theories about the human aspects of work. 
Fourthly, this study may prove to be helpful for planners, managers 
and the people themselves. 
5. Assunptions and Expectations 
Although the lack of previous reserach concerning Libyan people's 
orientations to their work means that this study must be exploratory 
in nature, I would like - cn the basis of the available sociological 
literature and my own personal experience as a member of Libyan 
society with about six years of working in social research in Libya - 
to articulate the following assunptions and expectations about Libyansl 
orientations to work and about the possible work and non cork factors 
which are likely to influence such orientations. 
1) This study assumes that people now in Libya differ in terms of 
their orientations to their work. There are people who have an 
instrtunental orientation to their work. Others perceive their 
work in terms of a career. Finally, there are those who have a 
social orientation towards their work. 
2) It is further assuned that people in modern Libya differ in 
terms of their orientations towards work according to their sex, 
age, education, family commitment (marital status and having 
children or not), socio-economic background, occupation, 
occupational grade and content of work. Men are expected to 
have an instrumental or a career orientation while women are 
assured to adopt an instrumental or social orientation towards 
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work. Younger individuals are more likely to adopt a career 
orientation than are their elders, who are expected to have an 
instrumental or social orientation. Those with family 
commitments are more likely to adopt an inst unental or social 
orientation, while those without family comnit, ments are more 
able to adopt a career orientation. The higher the education 
the more likely individuals are to adopt a career orientation and 
the lower education the more likely they are to perceive their 
work in instrumental terms. Individuals %ho occupy ron-manual 
jobs are more likely to adopt a career orientation than manual 
workers, who are likely to have an instrumental orientation 
towards their work. Individuals who occupy the higher 
occupational classes tend to have a career orientation and 
individuals who occupy the lower occupational classes are very 
likely to have an instrumental or social orientation. 
However, the different orientations towards work and the factors 
which influence them, which this study seeks to explore in the 
context of modern Libyan society, can be incorporated into the form 
of a model as it is shown in Figure (3.1). Although this study takes 
this model as a general guide, it is going too far to claim that this 
study, as an exploratory one,, will be able to demonstrate empirically 
all its theoretical implications given the various limitations, 
including the researcher's time and resources. 
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Figure 3.1 General Model 
Non-work factors Personal factors Work factors 
Age 4 Skills Technology 
Sex Knowledge Occupational class 
Family commitments; Physiques Working conditions 
Education Motives Size of organization 
Class Expectations and Social relations at work 
Marital status Interests and Salary 
Labour market As irations Promotion P 
Chance of training 
Management 
LF -Trade unions 
Occupational 
choice 
ORIENTATIONS TO WORK 
Instrumental 
Orientation 
Social 
Orientation 
Career 
Orientation 
102 
6. The Approach 
Because of the great influence which work exerts upon people's 
lives, the study of work has been the specific concern of industrial 
sociologists during the twentieth century. However, social scientists 
have differed considerable in terms of their approaches to the study 
of work. 
The scientific management school,, which dominated what can be 
called the classical period in industrial sociology, emphasised the 
aims and interests of management by deskilling the labour force and 
establishing control over the knowledge necessary for production. 
The human relations approach en hasised the importance of social 
relations at work and attempted to use the ability of work-groups to 
establish their own norms and values as a way of integrating 
employees into the industrial enterprise. By emphasising the 
significance of social relations at work, the human relations approach 
has distanced itself fron the mechanical view of the worker adopted 
by the scientific management approach. Nevertheless, both the 
Hunan-relations approach and the scientific management approach 
sought an explanation of the workers' orientations and behaviour 
within the factory only. As a result, their analysis began and ended 
at the factory gates. 
In contrast to the two previous approaches, the technical 
implications approach takes technology as a starting point in analysing 
the workers' orientation and behaviour. Usually its proponents 
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1iasise the fundamental importance of technology in determirung 
the nature of work and, therefore, the workers' orientations and 
behaviour. 
By enphasising the importance of technology, which is imposing 
itself upon the objective structure of work relations, the technical 
implications approach is considered to be an important step forward. 
Nevertheless, this approach has retained an essentially closed 
frame k and so has not freed the study of work fran the confines 
of the factory. 
In the late 1960s, the human relations approach and the technical 
implications approach came under strong challenge fron what has cane 
to be known as the social action perspective. The social action 
approach took as its starting point the actor's definition of the work 
situation, his goal and his wider world-view. Thus, the social action 
approach, unlike the the previous approaches, made the fundamental 
link between work and non-work life. 
However, it appears that all these approaches to the study of 
work are imperfect, although the social action perspective sears to 
provide a useful approach to understanding the relationship between 
the individual and his work. This is riot only because the social 
approach is explicitly sociological, deriving its inspiration from 
mainstream sociological theorising and especially from the work of 
Weber, but also because of the fact that the social action 
perspective made the fundamental link between work and non-work 
life. It did so in such a way that the worker is seen as an individual 
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with meaning S goals and values derived fron his wider socio-cultural 
context rather than as an input to the work system to which certain 
needs were attributed and which had been integrated into the needs 
of the enterprise. Even those who took other perspectives as a basic 
framework of analysis have sometimes adopted the primary emphasis in 
the social action perspective on the actor's definitions and goals 
(this is weil illustrated by recent studies of manual workers by 
researchers who favour a Marxist approach; see, for example, Beynon, 
"Working for Ford", 1973, or Nichols and Armstrong, , Wc)rkers 
Divided", 1976). 
The present research is an exploratory study aiming to 
investigate the orientations to work and the various factors 
associated with such orientations in a sample fron workers in the 
neon-agricultural sectors of Libyan society. The researcher believes 
that a general framework of two basic elements will be useful: (i) the 
historical, political, ecormic, social and cultural context of Libyan 
society and (ii) an interdisciplinary theoretical approach, mich 
integrates different sociological theories and concepts which have a 
bearing on work (nature, meaning, orientations, occupational choice, 
etc. ), social stratification, modernisation, etc. Such a broad 
framework would allow one to account for both continuity and change 
in Libyan society and, therefore, individual and group experience can 
be linked with the more general analysis of historical trends. 
The approach of this study of orientations to work in modern 
Libya aims to be comparative. The researcher intends to c npare both 
between and within firms. Such cauparative methods of approaching 
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the problem of orientations to work and the different factors 
associated with them will increase the validity of the findings (Beyr i 
& Blackburn, 1972) . 
Orientation to work refers to the way the individual views his or 
her work. Three types of orientations to work are expected to be 
discovered. First, the instrumental orientation - where work is seen 
as a means to an end. Secondly, the social orientation - where work 
is seen as a provider of social contacts. Thirdly, the career 
orientation where work is seen as providing intrinsic meaning. 
A number of dimensions, which are adapted fron the literature 
(mainly fran the works of Goldthorpe and his associates, 1968 and 
Beyron and Blackburn, 1972) , are used in this study to measure these 
orientations to work. These dimensions are as follows: - 
1) Priority when choosing and changing work. According to the 
literature, people emphasize different aspects of the job when 
choosing. Those who tend to aiphasise aspects such as the 
salary or good working conditions will be said to have an 
instrumental orientation. Those who tend to emphasise workirxg 
with friendly people will be classified as having social 
orientation. Those who tend to emphasise aspects such as 
interesting work, promotions, etc ., will be classified as having 
career orientations to work. 
2) pcmmitment to worki ng. Those people who sh ow a high oomnitment 
to working will be said to have care er or i nstrumental 
orientations. People who show low catmitment to working will 
be classified as having a social orientation. 
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3) Catrnitrr it to the firm. Those with high o mnitment to their 
firms will be classified as havirxg a career orientation, whilst 
those people who show low carrnatment to the firm will be 
classified as having social/ inst unental orientations. 
4) Involvement with the 'ob. Peopleo show a high involvement 
with their jobs will be classified as having a career orientation 
to work, whilst those people who show low x itment will be 
categorised as having an instrumental or a social orientation to 
work. 
5) Involvement with the work group. Those who show high involvement 
will be said to have a social or instrumental orientation to 
work, while people with low involvement with the work group 
will be classified as having a career or instrunental orientation 
to work. 
As should be obvious fron the literature review chapter of this 
volune, social scientists have emphasised the importance of various 
factors in determining the individual's orientation to work. Same 
social scientists have emphasised the importance of non-work factors 
such as social class, education, age, marital status, family 
cannitment, etc., whilst others tend to emphasise the importance of 
wrxk factors such as technology in use, salary, pranction, 
occupational class, management, social relations at work, etc. As a 
descriptive and exploratory work, this study tends, at this point, to 
assure the importance of all work and non-work factors in influencing 
the orientations to work. of course, we do not claim that it will be 
able to examine all the possible factors which are associated with 
orientations to work. 
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7. Method of Collecting Data. 
In this section I discuss the strategy and instruTient that could 
be most conveniently used to collect the data for this study. Usually, 
the method of collecting the data is dictated be the specific 
theoetical and conceptual constructs employed, the type of data that 
is sought and the political, social and cultural characteristics of the 
sampling population to be sampled. 
For the present study, we need a method which will produce data 
on various issues such as the meaning of work to the respondent, 
degree of involvement, level of satisfaction, the extent to which 
work is a central life interest, expectations of work, activities 
during leisure time, family background, marital status, incane, family 
ccnmitments, age, education, type of job, job grade, nature of ork, 
etc . To collect such wide and deep infon nation , the survey strategy 
was the main means of gathering data, although the non-interview 
research strategies such as cbservation was also employed when 
appropriate. 
Although the survey strategy has been used by many researchers 
who have investigated one aspect or another of the relationships 
between the individual and his work, it is not free of criticisms. 
Basically, critics have argued that the interview is too insensitive a 
way of investigating the meanings workers attach to their work 
(Daniel, 1969). Since the researcher is gathering information on a 
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wide range of topics, the coverage of questions will be very limited 
SO that only a partial map of the oa plex of meanings held by the 
respondents in relation to aspects of social reality can be drawn. The 
connections between elicited meanings and the way they are brought 
to bear together with other, undiscovered, meanings in particular 
situations, can only be guessed by the researcher (Denzin, 1970 and 
Hughes, 1976). Moreover, the interview is a distinct social 
interaction setting whose characteristics may well influence 
respondents to offer opinions and views they would not offer or hold 
in other interaction contexts. 
Indeed, there is no perfect single strategy and a discussion of 
the survey strategy in comparison with other research strategies in 
the light of the nature of this research might provide answers to the 
above mentioned criticises. The first advantage of the survey 
strategy is that it enables the researcher to cover a larger sample of 
respondents than would normally be possible by using other strategies. 
This advantage was important for the present study in order to 
include more than one organisation and various categories of 
occupations. 
The second advantage of the survey strategy is that it enables 
the researcher to gather information on attitudes and meanings in 
relation to a wide range of issues. In addition, it enables the 
researcher to collect information on the descriptive characteristics of 
respondents. Participant observation - as an alternative research 
strategy - is not canpletely adequate 
for the task. Participant 
observation might produce interesting insights into the life and times 
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of individuals and groups in industrial situations. By joining the 
daily life of industrial actors one could watch how they behave, how 
they engage in conversation, and how they perceive and interpret the 
events which occurred. Roy (1973) has daronstrated how participant 
observation can be effectively employed to analyse industrial social 
Processes. Pay's study has shown how the working day of the factory 
under investigation was divided and made significant by the operators 
in terms of their traditional patterns and themes. The resulting times, 
Roy argued, did not conform with the formally instituted breaks, but 
had a logic of their own; they occurred hourly and involved the 
consumption of food and verbal interplay of themes ranging fron 
nonsensical chatter to the serious discourse. The author's involvement 
in the situation made him understand that such occurrences provided 
the operatives with the emotional elements that drove them through 
their monotonous daily work experience. Nevertheless, it seems that 
by using observation one may gain sane knowledge about the way work 
is cone and how the orkers try to control the way work is done, but 
it will not produce information on the workers' opinions and the 
meanings they attach to their work, nor ai their descriptive 
characteristics. For instance, participant observation cannot produce 
information on social stratification which influences the orke. rs' 
orientations to their work (Speakman, 1976 and Newby, 1975). Workers 
do not normally discuss social stratification in everyday interaction 
so investigating differential meanirxgs in natural settings is very 
difficult and to arrive at any conclusions, indirect research 
strategies such as participant observation requires an unacceptably 
high level of inferential analysis which cannot be a substitute for the 
respondents' own stated views. 
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However, a bigger obstacle of using observation as a method of 
collecting information for this study is my interest in studying the 
various categories of occupants where participation in the activities 
of some of than such as managers would be impossible. On the other 
hand, even when the researcher has the resources available to work 
full-time in an organisation of work, the result will be a case study 
which, while it may provide very detailed data cn the particular 
organisation studied, will not be easily generalisable. 
However, many criticisms of the survey method might be rendered 
less serious by refinements to the method as conventionally used 
together with a number of further research strategies which might 
provide data which can be used to complete the data collected by the 
main research instrunent. Or such data may be used to check against 
the data gathered by the main research strategy. On the other harxi, 
there are different ways through which the researcher might increase 
the quality of the data produced by the survey strategy. For example, 
the researcher may arrange for interviews to take place outside the 
place of work, say, at the respondents' hones. The researcher may 
arrange first an informal interview on the shop floor at which the 
aims of the research can be introduced and the respondents' 
oo-operation can be sought. 
In the present study, the interviewers normally asked respondents 
a sequence or batch of questions surrounding a particular topic and 
backed their questions by probes when necessary. 
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The interview and self-ca npletion questionnaire were used to 
collect the main body of empirical data for the present research. 
Self-cxzmpletion was only employed when the researcher could trust the 
respondents, ability to complete the questionnaire. Self-campletion 
saved time and it enabled the researcher to have a large sample or to 
include in the sample those who might have been unable to give an 
interview whether because of lack of time or any other reasons. 
Nevertheless, self-canpletion also suffers various disadvantages 
including non-response, inflexibility, no opportunity to grobe beyond 
the answer given, no chance for making cbservaticn (see: Moser and 
Kalton, 1971, pp. 256 - 269). 
To overcome score of these problems and to ensure a good quality 
of data, a number of procedures were taken including: - 
1) After the questionnaire was constructed in English, it was 
carefully translated into Arabic with the aid of other 
questionnaires used in studying social problems in Libyan society 
by previous researchers. Then, the Arabic version of the 
questionnaire was checked by a Libyan expert who has taught 
Arabic in Libyan schools fror about 28 years, as well as holding 
a post-graduate diploma in sociology. 
2) A pilot study was carried out to help overcane same of these 
problems. 
8. Design of the Questionnaire. 
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The questionnaire was designed to elicit information indicative of 
the orientations to work and the factors associated with such 
orientations among a sample of the Libyan wank force. 
Based on the literature of work in general and the works of 
Goldthorpe et al (1968), Beyrxon and Blackburn (1972); Ingham (1970), 
Wedderburn and Cra ptian (1972) and Blauner (1964) and Attir (1979) 
in particular, the questionnaire was designed to measure a nunber of 
job-aspects such as the different meanings of work, the extent to 
which work is a central life interest, expectations of work, jab 
satisfaction, the degree of involvement with the job and with the 
fine. In addition, the questionnaire included questions cn the 
respondents' descriptive characteristics such as age, sex, educaticn, 
occupation, etc. 
Although the general focus was on the respondent's present job the 
respondent is occupying, the questionnaire included questions on the 
previous job(s) the respondent may have had. The question afire also 
sought information on the respondents' activities and with whan they 
interacted in their leisure time. This data will be helpful in 
investigating the extent to which porkers' relations at work continue 
outside the place of work. 
9. The Pilot Study. 
In order to check the validity of the questionnaire, a pilot study 
was conducted in the Libyan school in L. o dc .A sample of 10 Libyan 
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teachers (about a third of the total staff of the school) were 
interviewed by the researcher. The sample was drawn an the basis of 
a number of factors such as sex, marital status, level of education, 
family ai niitrnent (with or without children). Thus, the sample 
included five males and five females. All the female teachers in the 
school are married. The only single male teacher and the only two 
married men without children were interviewed by the researcher. The 
sample included two with the general teaching diploma, five with 
University Degrees and two with the special teachirxg diploma. The 
interviews were conducted during the first third of April 1984. All the 
interviews were carried out between the hours of 10.00 a. m. an 2.00 
p. m. All the interviews took place inside the school without any 
interruption. 
The interviews went smoothly and in a friendly atmosphere helped 
by the experience the researcher has had fron his research job in the 
National Academy for Scientific Research, Tripoli, Libya (1976 - 
1982). 
The length of the interview varied between 30 to 45 minutes. 
Generally speaking, the more educated the interviewee, the shorter 
the time needed to complete the interview. 
The pilot study was a very good exercise and it showed that the 
questionnaire is generally suitable for the purpose of the research. 
But a number of modifications, which are mainly based on the 
researcher's observations of the reaction of the miters of the sample 
to the questionnaire throughout the interviews, were made. 
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ChaPter 4. The Fieldwork of this Study. 
1. Introduction 
In this chapter I surimarise the process and results of the 
fieldwork of this study which took place in Libya during the second 
half of 1984 and the first quarter of 1985.1 left for Libya with an 
Arabic version of the already piloted questionnaire which was 
originally prepared in English. In Libya, I established my base at the 
Headquarters of the National Acadany for Scientific Research in 
Tripoli for which I have worked as an associate researcher in the 
social research department and at whose expense I am studying in 
England now. In fact, the National Academy for Scientific Research, 
which was created to implement research in Libya, adapted this study 
and gave it generous administrative and technical help mich made it 
possible for the researcher to carry out his fieldwork. 
' interrelated tasks were carried out during the fieldwork. 
The first task was gathering empirical data by means of a 
questionnaire which was prepared to be suitable for two 
data-gathering techniques: the interview and self-completion. The 
second task was to collect as much as possible qualitative and 
quantitative information relating to the world of work and workers in 
particular and about the historical, social, cultural, political, 
geographical and econanic life of Libyan society in general. 
Therefore, whilst the administrative work - including typing and 
preparing the questionnaire forms - was on its way, the researcher 
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Started collecting and checking the available statistics in order to 
give his fieldwork plan, which gras primarily developed in England, its 
final shape . 
2. Dnpirical Data 
The process of gathering empirical data by means of a 
questionnaire fron a sample of the Libyan working force drawn fram a 
sample of selected organisations of work involved two major sampling 
selections as follows: - 
1. Organisations of work sample 
Industry is sometimes narrowly defined by that takes place in 
factories, but in this study industry is used to mean the world of 
work. Thus, industry encompasses not only the factory but also the 
office, the school, the hospital, the university, the research body, 
etc., in so far as these are settings in which work takes place and 
goods produced or services rendered. Nevertheless, the selection of 
the work organisations, fron which a sample of their members were 
included in this study, was influenced by a number of factors. 
Firstly, the two basic ideas of the programme of this study - its 
general hypotheses which states that people working in modern 
non-agricultural occupations vary in terms of their orientations 
towards their work, and that such a picture is a product of various 
work and non-work factors. Naturally, fror this reason, only 
non-agricultural work organisations were considered for inclusion in 
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this study. On the other hard, for the second basic idea of this 
Study, concerning the determinants of the orientations towards work, 
the researcher had to guarantee not only the inclusion in the sample 
of a number of different work organisations, but also the inclusion of 
a sufficient number of people fran each of the selected work 
organisations. It is important to have a sample of respondents with 
varyiryg denx: )graphic, cultural, social and econanic characteristics. 
Consequently, it was necessary to include only those work 
organisations where both men and wanen are working together for the 
same organisation, although noting the fact that Libyan warren have 
tended to enter very few occupations - such as teaching and nursing - 
which are considered to be socially acceptable (see: Shebani, 1983). 
Secondly, since the general objective of this study is the Libyan 
wxx'kforce in the modern eoonanic sectors (the noon-agricultural ones) , 
it was necessary to get a sample of work organisations which at least 
roughly represent the major modern industries in contemporary Libya. 
By lookirng at the variable statistics and the general tendency in 
official policy concerning the qualitative and the quantitative 
characteristics of the labour force in Libya at present and in future, 
the researcher concluded that the workforce in Libya may be 
classified in two different ways. The first general classification is 
that the workforce is divided into two major sectors cn the basis of 
the nature of the product as follows: - 
1. The Production Sector which includes those work organisations 
which produce or manufacture material goods in factories. 
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2" The Service Sector which includes those work organisations which 
produce various services, such as schools, hospitals, administrative 
units , etc . 
The second general classification is based on the historical 
process of modernisation (in the broad sense of socio-econanic 
change) in Libyan society. In other wcrds, while there are those well 
established industries such as teaching, nursing, etc., there are 
industries - such as research, university teaching - which are 
relatively new in Libyan society. Therefore, it was important to 
include in the sample respondents fron both major industrial sectors 
(the production sector and the services sector) as well as those well 
established industries and the relatively new industries. Such 
Procedures should enhance the representativeness of the sample and, 
therefore, the findings of this study. 
Thirdly, because of the limited resources, including time, 
manpower, and money, available for this study, the geographical 
scope of this study was confined to the area of the Tripoli region. 
This covers only about 3,000 square kilaneters out of the total 
1,749,000 square kilometers area of Libya, yet the region of Tripoli 
contains, according to the available statistics more than one third of 
the whole population of the country as well as more than one third of 
the labour force of the country and a third of the 
work-establishments, according to the results of the 1984 Libyan 
census. However, such limitations on resources available for this 
study influenced both the selection and the number of work 
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organisations which were included. Nevertheless, I think that there 
is a consensus that the prcblan of limited resources in teens of 
may, time and manpower handicaps the studies which are undertaken 
by students working for degrees. 
Because of the previously mentioned factors (the basic ideas of 
the programwre of this study, limited resources, geographical 
distribution and the general trends and structure of the labour force 
in Libya), three organisations of work were selected for the purpose 
of this research. They were as follows: - 
1. A Tobacco Factory which represents well-established manufacturing 
industry in modern Libya given the fact it was founded in 1921. 
2. A school, which represents the general services sector in Libyan 
society. In fact, the school is not only an old modern work-setting, 
but it has been playing a vital role in the whole process of 
modernisation in Libya (Attir, 1980). 
3. The National Acedemy for Scientific Research. This research body 
was selected because of the fact that research is aze of those new 
and highly professional occupations in present-day Libya. 
Finally, I would argue that such work organisations (factory, 
school and research body) have certain sociological implications for 
Libyan society. For example, since the tobacco factory dates back to 
the early part of this century, I would hypothesise that it has 
contributed to the primary formation of the working class in Libya. 
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Cr' the other hand, school teachers have formed the backbone of the 
growing middle class while the research body represents the more 
modern characteristics of work which is professionalisaticn in the 
sense of specialisation in its narrow definition. 
Consequently, the researcher believes that three different work 
organisations should represent much of the qualitative and 
quantitative characteristics of the world of work and its members in 
modern Libya. 
The Selection of the Sample of Respondents 
After the selection of the work organisations had been made on 
the basis of the available statistics and information drawn from 
personal contacts with several departments, the next task wes the 
selection of a sub-sample fron each of the three work organisations 
(Factory, School and Research Body). In fact, the selection of the 
sample of respondents was also influenced by those factors (the basic 
ideas of the progranine of this study, available resources, 
geographical distribution and the characteristics of the labour force) 
which had influenced the selection of the work organisations. 
Therefore, the researcher worked to get a representative sample fran 
each of the selected organisations by using a randan sampling 
procedure. 
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1. The Tobacco Factory Sampling 
After all the previous arrangements were completed, the 
researcher with an introductory letter explaining the nature and aims 
of the study approached the factory and obtained a list bearing the 
numbers and the names of its workforce. Then, a randan sample was 
drawn from the list. The tobacco sample comprised 200 respondents 
including 70 females (because of their small number, all the females 
working for the factory during the time of collecting the data fram 
the male respondents were included in the sample). The respondents 
were interviewed at the factory premises, individually, in roans 
provided by the factory. All the respondents were interviewed by 
well-experienced interviewers who had gained their experience fran 
working for the Department of Social. Research in the National 
Academy for Scientific Research, Tripoli. (Incidentally, the 
researcher trained the interviewers in a series of meetings on the 
questionnaire and the general programme of the study). All the female 
respondents were interviewed by the two female interviewers although 
same of the male respondents were interviewed by female 
interviewers. In fact, the interviews went smoothly and the 
respondents showed a high degree of co-operation although the 
researcher and his assistants had made it clear thath this study might 
well contribute to the respondents and their work organisation by 
clarifying the picture of the world of work and its participants. In 
addition, such research should assist in constructing more effective 
policies. 
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The School Sample. 
After checking a list of 428 primary, preparatory and secondary 
schools which belong to the Department of D3ucation of the Region of 
Tripoli, the researcher carne out with a list of 42 schools (18 primary, 
8 preparatory and 16 secondary) which included at least ten male and 
ten female nenters in their total workforce. Then, 6 schools (2 
primary, 2 preparatory and 2 secondary) were randcinly selected for 
inclusion in the sample. The achieved school sample consisted of 212 
respondents although the planned sample was made up of a total of 
230 teachers and administrators working at those selected schools. 
Therefore, the 18 people who failed -for personal reasons - to take 
part in the study were considered refusals. 
The main data gathering technique was a self-campletivn 
questionnaire although the interview was occasionally utilised by the 
researcher in order to get very close to this group of the working 
people. All the interviews were carried out at the place of work. 
After the selection of the schools was made, the researcher 
approached those selected schools with official introductory letters 
explaining the thane and the aims of the study (sanetimes the 
researcher was introduced to the schools by personnel fron the 
Department of D3ucation). Before the questionnaires were distributed 
to the members of the sample to oanplete, the researcher made a 
number of visits to each one of the selected schools in order to make 
direct contact with the schools' working environment and its actors. 
Moreover, it was made clear to the respondents in the covering letter 
attached to the questionnaire and in the researcher's personal 
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meetings with than through his visits to the schools, that it was very 
important to complete the questionnaire in order to provide as much 
accurate and complete information as possible. 
Finally, the researcher chose to work in one school at a time. 
Such a strategy enabled him to spend enough time at each school in 
order to ensure high returns or to make sorter observations or 
sanetimes to conduct interviews himself. Incidentally, the researcher 
is relatively familiar with teaching and teachers given the fact that 
he has taken part in two different teaching programmes himself. The 
first one was organised by the office of education in my local area 
during the sunnier of 1971 as an attempt to overcame the problems of 
illiteracy. The second programme was organised by the social, cultural 
and sports club of my local area during the summer of 1972 in order 
to assist pupils who had failed their first examinations at the primary 
and preparatory levels to overocme their weaknesses. 
3. The National Academy Sample. 
Because of the researcher's links with the National Academy for 
Scientific Research in Tripoly, it was much easier for him to get the 
go-ahead fron its management and to obtain a list bearing the 
numbers and names of its Libyan work force. In order to have a 
reasonable sample, it wes decided to sample all the 120 Libyans 
working for this body. The interview technique and self-campletian 
were utilised in collecting data from the members of the National 
Acedemy for Scientific Research sample. Again, the interviews were 
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conducted at the work place during work hours as gras the case with 
the Tobacco Factory and Schools. Since the researcher established his 
working office at the headquarters of the Academy, it was not 
difficult to publicise the idea of the study for the employees. The 
final sample of the National Academy for Scientific Research 
canprised 83 people. 
As can be seen from Table (4.1), the proposed sample was 550 
people, but only a sample of 495 people (or 90% of the proposed 
sample) was actually achieved. Thus, the non-response rate was only 
10% for the total sample. When we canpare the three organisations 
we find that the highest non-response rate was in the Academy, about 
30%. However, the researcher only emphasizes here that such 
differences in the response-rates can be only partially attributed to 
the differences between the interview strategy and self-canpletion 
which were both used in this study. 
3. Documentary Data. 
The researcher also tried to collect - the second task of the 
field work - any available statistics and publications relating to his 
research focus. The researcher even asked a few old people to 
describe the work situation in the pre-oil bourn days when the 
struggle for bare subsistence imposed its awn imperatives, leaving few 
or no choices. 
4 Conclusion. 
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In fact, the fieldwork was a very useful and interesting 
experience, although the lack of complete information and statistics 
as well as of previous research made such an experience a little 
painful. 
125 
Table (4.1) shows the Proposed and the 
Final Sample by organisation. 
Organisation Total Proposed Final % 
Workforce Sample Sample 
Tubac00 
Factory 800 * 200 200 100.0 
Schools 230 * 230 212 92.2 
The Academy 120 * 120 83 69.2 
Total 550 495 90-0 
* The figures were obtained fron the managenents of the organisations. 
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Chapter 5. Libya: The Geographical, Historical, Political, Social and 
Economic Milieus. 
1. Introduction 
An inquiry into the past of Libyan labour is required to 
comprehend its present. This may best be undertaken by first examing 
the inter-related historical, political, economic, and social 
backgrounds of the country. 
2. Geography 
Libya, one of the oldest geographical names in Africa, refers to 
the country in the centre of the northern part of the African 
continent. Libya has a common frontier in the west with Tunisia and, 
further south, with Algeria. To the south, Libya is bounded by Sudan, 
Chad and Niger. Its eastern frontier is with Egypt and Sudan. The 
Libyan coast on the Mediterranean Sea, by which the country is bounded 
to the north, is nearly 2,000 kilometers long. This long coast affects 
the climate of the northern part of the country and this is in part why 
the majority of the population live along the coast while only a small 
section of the population live in the south of the country which is 
affected by the great Sahara desert of Central Africa. Libya occupies a 
total area of 1,759,540 square kilometers - almost twice the size of 
Egypt and one third of the United States (Knapp, 1977, p. 174). This 
geographical location of the country has made it the hyphen between the 
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Arabic east (Mashreg) and the Arab west (Maghreb) as well as a gateway 
to the African continent (Hajjaji, 1967, p. 5). 
The climate of Libya is characterised by two distinct seasons. 
Firstly, the warm to hot dry season from May to October. Secondly, the 
cold or rainy season from November to April. The temperature of the 
country is generally affected by two main factors: (1) the 
Mediterranean Sea, and (2) the desert of central Africa. Thus, the 
coastal strip is distinguished from the rest of the country by its 
relatively small temperature range. The contrast in temperature 
extremes increases inland. The rainfall throughout Libya is erratic and 
scanty, and it also varies (in quantity) from year to year (Hajjaji, 
1967, p. 57). The rainfall is most abundant in the western regions and 
nearer the sea, and it varies in proportion to the distance from the 
coast to the interior as well as from west to east. Underground water, 
which has its origin in rainfall, is tapped from artesian and perched 
aquifers as well as from the general water table. This is the major 
source of water supply for agriculture in Libya where there are no 
rivers. Unfortunately, the underground water has been decreasing 
alarmingly (Secretary of Agriculture and Agrarian Reform, 1980, p. 13) 
3. Historical Background 
Because of its unique location, Libya had fallen for centuries 
under the sphere of influence of successive and separate groups of 
invaders and empire builders who successively dominated the Middle East 
area since ancient times. However, there are many indications that 
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Libya (especially its eastern part) had very strong links with the 
ancient Egyptian civilisation and the earliest documented references of 
Libyan history are found in Egyptian sources (Murabet, 1964, pp. 
20-21). (Evans-Pritchard, 1949, p. 47; ) 
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Phoenicians also came to Libya with their culture of about 700 
B. C. They founded three cities: Oea (Tripoli), Sabrata, and Leptis - to 
serve as ports for their trading activities. In 631 B. C. Libya fell 
under Greek occupation. The Greeks also established a belt of towns 
along the coast of the former Cyrenaica. Hajjaji (1967, p. 72) reported 
that there was some sort of integration between the Libyans and the 
Greeks. 
Libya became part of the Roman empire about 146 B. C. During the 
Roman period, the country experienced economic development especially 
in agriculture, and became known as the "Granary of Rome" (Hajjaji, 
1967, pp. 72-73; Attir, 1981, p. 9). 
Arabs came to Libya in 642 A. D. Arabs brought to Libya two basic 
things: the Arabic culture including the Arabic language; and Islam. 
Consequently, Libya has since then become an Islamic and Arabic 
society (Shebani, 1962, p. 12; First, 1974, p. 34). In about 1520 A. D. 
Libya was conquered by the Turks and thus became part of the Ottoman 
empire until 1911. 
On 3rd October 1911, Libya was occupied by the Italians for 
economic and political reasons (Wright, 1982, pp. 67-78; Segre, 1982, 
p. 81). Libyans fought the Italians tirelessly, but the Italians were 
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finally able to establish themselves in the country and started a 
development programme which is seen as the beginning of modernisation 
in Libyan society (Attir, 1977, p. 8). When the Allies won the Second 
World War, Libya was placed under British and French military 
administration. 
All these conquests have left their marks on the economic, social, 
cultural, demographic, political and religious life of Libyan society 
and some testimonies of that long history can still be found in present 
Libyan society (Khalidi, 1956, p. 7). 
4. Social Environment 
This section summarizes some of the social and demographic 
characteristics of Libyan society such as population and population 
distribution, urbanisation, rural-urban migration, and social 
structure. 
Table (5.2) shows population changes in Libya since 1954. The 
census of 1984 showed a total population of 3,637,488. Population 
censuses taken in 1954,1964, and 1973 returned 1,088,873,1,564,369 
and 2,249,237 inhabitants for the respective years. Thus, Libya's 
population has increased by 43.7 percent between 1954 and 1964; 43.8 
percent between 1964 and 1973, and by 61.7 percent during the period 
from 1973 to 1984. This population growth is due to two major factors: 
the natural increase (the difference between births and deaths), and 
migration. Meanwhile, these two factors are mainly caused by the 
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socio-economic revolution which resulted from the discovery of oil in 
the late fifties. Nevertheless, Libya is still the smallest country of 
North Africa in population size and among the least populated countries 
of the continent, though the fourth largest in the area. According to 
the latest census og 1984, the population density was 2 persons per 
square kilometre of the total area (Primary Results of 1984 census). 
The Libyan population is youthful. According to the census of 
1984, more than half the population is under 15 years old. This is a 
consequence of the demographic characteristics discussed above. The 
apparent sex ratio reported by the census of 1984 is 104 males for 
every 100 females while the sex ratio reported by the census of 1973 
was 106 males for every 100 females. This is an indication of 
improvement in the vital statistics in the country where 
under-reporting of females was previously suspected by many observers. 
The Libyan population is generally homogeneous. The overwhelming 
majority are Arabs and the small minority groups are well integrated 
into society (Attir, 1979, p. 3). According to the census of 1973, 
99.21% of the total population were Muslims; 0.7% of the total 
population were Christians and 0.08% of the total population were 
unknown. The last two religious categories include mainly non-Libyans 
(Statistical Abstract of Libya, 1979, p. 44). 
The urban proportion of Libya's population has increased steadily. 
In 1954, urban dwellers were estimated to be about 22.6% of the total 
population. In 1964, the urban population was 25.6% of the total 
population. According to the census of 1973, about 60% of the total 
133 
population were classified as urban. This rapid growth of the Libyan 
urban population has been due to two major factors including migration 
(especially the rural-urban migration) and the natural increase. 
The socio-economic differentiations in Libyan society are often 
associated with population movements. The settlement of nomads and 
semi-nomads is an interesting movement characteristic of post-war 
development. The population of nomads or semi-nomads has declined from 
26% in 1954 to 22% in1964 and to 5% in 1973 and the downward trend has 
been continuing ever since (censuses of 1954,1964 and 1973). The most 
significant population movement in Libya is the rural-urban migration 
which has increased considerably since the 1950s, by almost 3.8% 
annually between 1954 and 1964 and the upward trend has been continuing 
ever since. A combination of push factors - such as drought and 
impoverishment in agriculture, unfavourbable climatic conditions, low 
rural wages, poor educational and social services inrural areas - and 
pull factors - such as employment opportunities, education, the 
development of a Welfare State in the town - were said to be the causes 
of rural-urban migration in Libya (Knapp, 1977, p. 178; Alawar, 1982, 
p. 346; El Kabir, 1982, pp. 59 - 61). 
Traditionally, the social structure of Libyan society is made up 
of the family, the clan, the tribe and the village, with some 
modifications of arrangement in the urban areas. Each of these social 
units has played an important role in individual and community life 
(Nyrop et al 1973). Individuals in Libyan society usually attach their 
personal interests to those of their families. Thus, the individual's 
good or bad deeds bring collective fame or shame to the family and to 
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the larger social units as well (El-Fathaly et al., 1977, p. 9). 
Recent developments have, however, increased physical and social 
mobility, and distinctions based on socio-economic status rather than 
descent are gaining importance in Libyan society. Two interrelated 
considerations are of importance in understanding the present social 
structure of Libyan society: the nationalisation of key industrial and 
commercial establishments and the increase of hired workforce in 
eneral and of white collar and professional employees in particular. 
cHowever, 
one can distinguish a number of socio-economic groups jyj 
present Libyan society such as manual workers, non-manual workers, 
farmers, self-employed workers outside agriculture, etc. 
5. Political Life 
Libya became an independant state on December 24th., 1951 under the 
auspices of the United Nations. The new nation was a monarchy ruled by 
a king whose political power was mainly derived from his role as a 
leader of a religious order which was established by his family under 
the name of the Senussia Order (Zartman, 1963; First, 1974; El Fathaly 
et al., 1977; Knapp, 1977). 
The constitution, which was drafted by an appointed National 
Assembly whose legitimacy was not universally accepted, established a 
federal system of government. The formal apparatus of the government 
consisted of ministries, a cabinet and the legislative assemblies. 
Nevertheless, the position of the king was strongly entrenched in the 
135 
clauses of the constitution (Zartman, 1963, p. 89; El Fathaly et al., 
1977, p. 23). 
Despite the existence of the constitution of 1951, premiers were 
selected for their regional origins and loyalties. Cabinet appointments 
followed a rough and ready principle of tribal balance. In addition, 
political parties were outlawed and popular political participation was 
almost nil (Zartman, 1963). However, many investigators have reported 
that the monarchical regime was marked by corruption, nepotism, 
maladministration and inefficiency (Wright, 1969; First, 1974; El 
Fathaly et al., 1977). 
The growing, influential and modernizing elite composed of 
students, technocrats and young military officers, had become 
distressed by the arbitrariness and inefficiency of the monarchical 
regime and they felt an urgent need for change (Knapp, 1977; El Fathaly 
et al., 1977). Thus, on the first day of September, 1969, a group of 
young revolutionary officers overthrew the monarchy without bloodshed 
(Knapp, 1977, pp. 191-192). The young officers became the political 
leaders and announced a republican form of government. The 
revolutionary regime advocated nationalism and introduced three major 
principles; liberty, socialism and Arabic Unity. Building a new modern 
society was emphasized in the Declaration of Revolution which was read 
by its leader Colonel Muammar Gadafi, on the first day of September, 
1969. 
To accomplish the goals of the revolution, including the 
transformation of society the revolution has had to introduce a new 
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apparatus of government to replace the inefficient old one. Hence, the 
legal status of tribes was removed by dividing the country into new 
administrative zones crossing old tribal boundaries, bringing together 
parts of different tribes within one zone. Along with the assumption 
that Libya's traditional tribal elites were hostile to developmental 
change, Sheikhs were replaced by zone administrators who are 
characteristically young and educated. Such a move is characteristic of 
developing countries where administrative reform is the predominant 
approach to modernization and development. Bill and Leiden (1974, pp. 
186-188) concluded that administrators in developing societies tend to 
be young, educated, middle class, and highly committed to developmental 
goals. 
In June, 1971, the Arab Socialist Union (ASU) was created as a 
political organization to organize and mobilize the masses for 
developmental goals (Knapp, 1977, p. 197). 
On 16th April, 1973, Colonel Gadafi proclaimed Libya's Popular 
Revolution with five major objectives including the suspension of all 
currently enforced laws, purging those people who were politically 
defined as sick, the creation of a popular militia, cultural revolution 
and administrative revolution (Knapp, 1977, p. 198). 
The current political system in Libya is known as Jamahiriya which 
is an Arabic term referring to the command of the masses. The 
Declaration of the Establishment of the People's Authority states that 
popular direct authority is the basis of the political system in the 
Socialist People's Libyan Arab Jamahiriya (the present name of Libya). 
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The authority is for the people who alone should have the authority. 
The people exercise their authority through the popular congresses, the 
people's committees, the syndicates, the unions, the professional 
association and the General People's Congress (El Fathaly et al, 1977, 
p. 117). However, the theoretical basis of this political system is the 
Third World Theory as it is found in the Green Book in which Colonel 
Gadafi elaborated the principles of popular government. People are 
organized into Basic People's Congresses in which people discuss all 
matters that concern the community - from complex issues of foreign 
policy to the more mundance matters of local administration. The 
General People's Congress which meets usually twice a year, 
co-ordinates the more than 2000 Basic People's Congresses which are now 
in Libya. While the congresses are deliberative and legislative bodies, 
it is the popular committees which carry out executive action and 
day-to-day administration. Popular committees supposedly control all 
aspects of economic and social life. They control industrial 
enterprises, universities, administrative units, etc. They act as 
co-operative management groups throughout the country. The popular 
committees themselves are appointed by the basic congresses, to which 
they are answerable. Beside the congresses and popular committees, the 
Revolutionary Committees have been founded to run parallel to the 
congresses and popular committees. (For a more detailed account of the 
current political apparatus in Libya, see: (El Fathaly et al., 
1977/1980; Henderson, 1985). 
6. The Economy 
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The purpose of this section is to describe the economic conditions 
in Libyan society with special reference to the contributions of 
colonization, oil and politics. 
During Turkish rule (1711 to 1911), the economy of the country was 
based on a primitive agriculture, some animal husbandry, a few 
handicrafts and the caravan trade (Ghanem, 1982, pp. 141-144). 
In 1911, Libya was occupied by Italy. After a brief but bloody 
resistance, the Italians established themselves in the country. Libya's 
war of national liberation was the climax of over two decades of 
declining welfare and increasing problems for the Libyan people. 
Population growth put pressure on agricultural resources and drove 
people off the land, while Italian colonization systematically 
restricted the availability of resources to the Libyans without 
providing adequate alternative means of livelihood (Thomas, 1973, 
p. 440; Al-Azab and Al-Mir, 1981, p. 24). While Italy extended and 
consolidated military control over the country, it also provided a 
protective umbrella for the development of settler colonial 
institutions. In 1923, Italy issued a law according to which all state 
lands, all lands not legally deeded, the land of several rebellious 
tribes and all uncultivated land not used as pasture were confiscated 
(Attir, 1981, p. 11). Italian colonists set up feudal patrimonies on 
much of this land, turning the landless libyan peasants into 
sharecroppers or wage workers some of whom were sent to Italy to 
replace those Italian factory workers who were sent to the front during 
the First World War (Journal of Tarablus al-Gharb, 21.7.1917). 
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In the period after 1930, large Italian capitalist enterprises 
were set up in Libya. It seems that Italian policy was to make Libya 
completely dependent and dominated by the colonial power: the 
development of Libya was organized in terms of the needs of Italy as 
its bourgeois rulers saw them. The first sector to fall under modern, 
large-scale colonial capitalism was agriculture, in which the most 
profitable secotrs were concentrated in the hands of a small number of 
settlers. As late as 1940, for example, there were 3902 Italian farms 
in the country (Central Bank of Libya, 1973, pp. 21-22). Most of the 
Italian-owned land was planted with cash crops for export, 
predominantly grapes, oranges and olives. The effect of this alienation 
of the land was devastating for the mass of Libyans. The majority of 
the population lived at a bare subsistence level (Ghanem, 1982, p. 144). 
On the other hand, Italian corporations began to open up mining 
enterprises in Libya which, with pressure from the colon population, 
led to the construction of railways, ports, public works, etc. The 
development of agriculture led to the development of agriculturally 
based industries such as wine-making, pressing for the production of 
olive oil and castor oil, a tobacco factory, a brewery factory, textile 
factories, etc. The Italians also established a number of food 
processing plants mainly for macaroni, biscuits and flour. As the 
colony's communications network expanded, Libya also saw a flourishing 
tourist trade (Segre, 1982, pp. 81-90). 
Britain and France took over the country when successive wars (the 
war of independence, the First World War and the Second World War) had 
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worsened its economic problems. During Allied rule, agriculture 
remained the backbone of the economy. But, generally, Libya did not see 
any specific economic development during the British and French 
Administrations which were merely interested in the enforcement of law 
and order in the country (Attir, 1980, p. 33). 
On the eve of its independence in 1951, Libya with its scarce 
material resources and around 90 percent illiteracy was considered a 
hopeless case from the economic development standpoint (Higgins, 1968, 
p. 26; Farley, 1971, p. 4). 
Throughout the period between the eve of independence and the 
discovery of oil in the late 1950s, the economy of the country was 
based on primitive agriculture with some animal husbandry, a few 
industries, and foreign aid (First, 1974, pp. 141-186; El-Huni, 1978, 
pp. 11-14). 
Before the oil era, Libya's major economic resource was 
agriculture. Agricultural resources in Libya are located in zones along 
the coast as well as in a number of oases, deep inland. Ha; jaji (1967) 
reported five types of land ownership in Libya. Firstly, Azadi El Milk, 
which refers to the lands which are owned by individuals. Secondly, 
Azadi El Miry, which refers to the lands which are owned by the 
government (the whole society). Thirdly, Azadi El Waghf (religious 
endowments) which refers to the lands which were donated for the 
religious brotherhoods and practically becamed owned by the Mosques. 
Fourthly, Azadi El Matzoukah which refers to the lands which are 
developed for the national utilities. Fifthly, Azadi El Mawat which 
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refers to the virgin lands which have not been used. 
Libya, has not seen land reform such as that which Egypt 
experienced after the revolution of July 1952 - which would have 
threatened the traditional ownership of land, though the authorities 
often pressurize landowners to make good use of their land. However, 
the handover of the farms which were developed through a huge 
agricultural development programme, especially after 1969, to the 
individual owners should have increased the number of landowners*. 
Unfortunately, no statistics are available about those who own the land 
and those who do not. Landed property, and any other property, is 
transfered after the death of the owner to his children according to 
Islamic law, in theory at least. 
The main crops in Libya are cereals (wheat and barley), 
vegetables, industrial crops (olives and dates), trees, and animal 
feedstuffs. Production levels fluctuate according to rainfall (Hajj'aj i. 
1967; Knapp, 1977). 
The second major economic resource in pre-oil Libya was 
pastoralism, although farming and livestock has been a pervasive 
dualism in Libyan society. Animal wealth essentially consists of sheep, 
goats, cows and camels. Such livestock economy is historically and 
sociologically associated with nomadism (Allan et al., 1973, pp. 60-61). 
*For Agricultural Development in Libya. See: Attir et al. (1981). 
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Table (5.3) shows some historical data on livestock in Libya. It 
is obvious that the number of livestock in the country has fluctuated 
from time to time. This apparent fluctuation is due to a number of 
factors including climatic conditions, incomplete recording, etc. 
(Hajjaji, 1967; Knapp, 1977). 
Industry was also primitive. The most common industries were food, 
beverages, tobacco, textiles and handicrafts. In general, Libya's 
economy during the first decade of independence was very depressed and, 
&4frtng 
conditions were low. 
This bleak picture of the Libyan economy changed rapidly and 
drastically with the discovery of oil in the late 1950s. The history of 
the oil industry in Libya had its significant beginning with the 
enactment of the First Petroleum Law in June 1955 (Anneft Alliby, 
1971). 
Table (5.4) shows the Libyan economy by 1962 was clearly floating 
in oil. Today, with its rather small population and relatively vast 
accumulative of oil capital, Libya is considered among the countries in 
the Third World which have a good potential for social and economic 
development. It is enough to say that in the early 1950s, Libya's per 
capita GNP was about L. D. 14; by 1972, that figure was approaching 
L. D. 311 and about L. D. 2000 in 1977 (El Fathaly et al., 1977; El-Huni, 
1978). 
r 
In an oil economy, social and economic development are expected to 
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Table (5.3) 
Livestock in Libya 
1951 - 1979 
Year 
1951 
1955 
1960 
1965 
1970 
1974 
1975 
1976 
1977 
1978 
1979 
Sheep 
1,390,000 
1,471,000 
1,254,661 
1,461,221 
2,163,200 
2,855,323 
4,182,847 
4,496,491 
3,825,619 
3,982,400 
5,445,237 
Not available. 
Goats 
862,000 
1,142,000 
1,195,636 
1,338,726 
1,234,400 
1,147,095 
1,696,847 
1,857,143 
1,514,069 
1,616,900 
1,463,081 
Cattle Camels 
80,000 
135,000 
111,411 
108,634 
106 , 820 
120,070 
189,170 
195,788 
179,379 
183,300 
180,880 
324,000 
152,000 
255,150 
286,427 
163,430 
64,319 
70,794 
74,695 
68,985 
70,600 
134,283 
poultry 
304,602 
3,429,217 
4,638,218 
4,893,319 
4,545,349 
4,556,700 
5,098,782 
Sources: Hazzazi (1967, p. 177), Knapp (1977, p. 206); Secretariat of 
planning, statistical Abstract of Libya, Tripoli, 1979. 
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Tablc (5, y) 
Libyan Total Revenue and 
the Share of Oil in this Total 
Year Total Revenue (in million 
U. S. dollars) 
Oil Revenue a. 3 Perce. ntage 
of Total Revenue 
1ß)c2 36.698 7.8 
1963 121.050 20.0 
1964 212.918 37.6 
19,5 289.027 63.6 
1966 423.360 66.6 
19G7 1080.912 83.4 
1969 835.320 76.5 
1 g169 1205.904 77.4 
1970 1491.840 82.0 
1971 1653-177 84.9 
1512 224G. 076 88.4 
1973 245 . 772 85.3 
ý10 95.3 
1975 : 6999.290 95.1 
', ý : "cc: Ccn; ral c: Libya Annual Rcpcýrt, Tripoli, 1970 c., zd 1975. 
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follow from large-scale investment programmes which governments, freed 
from financial constraints, try to implement and pursue in earnest. 
Although economic planning started in Libya, before the discovery of 
oil in 1959, through the international aid programmes (Attir, 1980, 
pp. 32-34), real socio-economic plans have been only possible since 
1963, thanks to the oil revenues. Table (5.5) shows the development 
budgets in Libya since 1963. Such social and economic investment 
programmes have required and caused a fundamental social and economic 
change in Libyan society. In general, this socio-economic change has 
been manifested in all aspects of Libyan society. It is manifested in 
education, income, health services, labour force, industry and 
agriculture as well as in Libyans' attitudes, values, roles, and life 
styles (Attir, 1980; El-Hammali, 1982). 
It is not only the oil revenues and the increase in oil prices in 
the early 1970s that have influenced the course of development in 
Libya. Political beliefs have also played their role in shaping the 
strategy and goals of such a development programme. During the 
monarchy (1951 - 1969), the emphasis in the development programme 
rested heavily on public works and utilities, transport and 
communications, and housing, while industry, education and agriculture 
were low priorities. With such a policy, Libya - according to Higgins 
(1968) - suffered from unbalanced growth. Such a policy was also very 
shortsighted by making the country completely dependent on the revenues 
which will someday come to an end. The First of September Revolution 
(1969) has adopted an entirely different development policy as a result 
of its strong commitment to national independence and to socialism. 
However, a more extensive demonstration of the impact of oil and 
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Table (5.5) 
Allocations Percentage in Development 
Budgets in Libya 1963 - 1980. 
(in Millions Lib yan Dinars) 
Sector 1963-68 1973-75 1976-80 
Agriculture 17.3 21.2 16.9 
Industry & Mineral 4.1 11.6 20.8 
Resources 
Oil & Natural Gas 8.4 8.9 
Electricity 5.1 9.7 7.5 
Education 13.2 9.6 6.5 
Information & Culture 1.5 1.5 1.2 
Manpower 0.3 1.2 0.6 
Public Health 7.4 3.6 2.4 
Youth & Social Affairs 1.9 0.7 0.6 
Housing & Utilities 6.8 14.2 10.9 
Transportation & 16.2 9.7 13.8 
Communications 
Baladiyas 17.8 6.7 7.9 
Nutrition & Sea wealth 0.6 
Planning 1.4 0.2 0.8 
Wholesale & Retail Trade 1.7 0.5 0.4 
Security Services 0.5 
Reserve 5.3 1.2 
100.0 100.0 100.0 
'DOTAL (336) (2115) (9,878,542) 
Source: Development Plans of 1963-68,1973-75 and 1976-80. 
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Politics on the course of social and economic development in Libyan 
society will be seen in my assessment of the development in education, 
industry, labour force, and trade unionism which will be the focus of 
the following pages in this part of the dissertation. 
r 
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7. Industry 
In Libya the roots of industrialisation might be traced back to 
the beginning of this century when the Italians introduced their 
development programme to improve the living conditions for the Italian 
settlers in Libya. The development of agriculture led to the 
development of agriculturally based industries. In 1935 there were 
2818 manufacturing units in the country, while there were 789 factories 
in Libya by 1938. The manufacturing enterprises during Italian rule 
(1911-1942) included a tobacco factory, factories for the production of 
olive oil, factories for processed foods, beer and wine, etc. 
Such industrial enterprises, though perhaps not of great economic 
importance, did open up the way for a new type of division of labour 
and a new pattern for the use of productive forces. 
During the first decade of independence the industrial sector in 
Libya did not differ much from what had existed before 1951 (Hajjaji, 
1967, pp 127-128). According to the industrial census of 1964, the 
number of registered manufacturing plants was 36938, which employed a 
workforce of 100,000 people. As is shown in Table (5.5), the share of 
the industrial sector in the development budgets has increased from 
year to year, thanks - in part - to the discovery of oil in 1959. 
While the industrial sector contributed 10% of the country's GNP in the 
1950's, it contributed only 3.2% and 2.4% during the early sixties and 
the early seventies respectively (Attir, 1980, p. 72). Abbas Badr 
al-Din (undated) has attributed such decline in the contribution of the 
industrial sector to the national income to a number of factors such as 
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the economic policy of the monarchical regime and foreign influence. 
During the monarchy period (1951-1969), the private sector was given a 
large role in the development of industry, though tobacco and salt 
industries were monopolised by the government which took a number of 
steps to encourage industry through the efforts of the private sector 
(Hajjaji, 1967). 
Since 1969, Libya's drive to industrialize rapidly and fulfil its 
own declared goal of self-sufficiency has been spurred on by two 
realities. First, the political realization of true national 
independence came to be defined in terms of control of natural 
resources and rapid agricultural and industrial development-objectives 
which could only be achieved through nationalization and societal 
control of the economy (Nurop et al., 1973; El-Fathaly et al., 1977). 
Second, the economic reality was faced that alternative means of 
production would have to be ready before Libya's natural resources were 
exhausted. Expanding world wide demand for oil and increasing prices 
have enabled Libya to generate the capital to build an agricultural and 
industrial base for the nation to fall back on in the post-oil era. 
The keystone to the whole process of industrial development in 
Libya is the hydrocarbon sector which is not only to provide the 
finance but the raw materials too. The iron in the south of the 
country would feed, along with oil as a cheap and ready fuel, into the 
making of steel. While steel would then feed into the making of other 
products such a pipelines and vehicles. Petro-chemicals made from oil 
would be used for fertilizers, plastics, rubber, etc. Domestically 
produced cement would feed into a construction industry. On the other 
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hand, agriculture should produce enough foodstuffs and raw materials 
for light industry. 
The 1973-75 three year plan (see Table (5.5)) envisaged a total of 
LD. 2115 millions of which 20% was to go to industry (including 
petroleum and gas which got about half of the industry share). While 
the 1976-80 five year plan envisaged a total investment of LD. 9878,452, 
of which more than 29% was to go to industry (including oil and gas, 
which got about one-third of industry's share). 
Consequently, many new factories have sprung up throughout the 
country to begin producing textiles, chemicals, tools, steel tube, 
tractors, trucks and many consumer goods like clothing, tobacco and 
processed foods, etc. 
8. Education 
This section looks at the educational status of Libya's population 
throughout the history as well as the current development in education 
as part of the general social and economic development of Libya. 
During the Arab Rule (642-1517 A. D. ), education in Libya, as in 
other Muslim countries, had been completely religious, for its object 
was the deliberate inculeation of Islamic precepts and principles. 
This religious education was entirely carried out by religious 
institutions such as the mosque. Two levels of religious education 
became available: elementary religious education, provided in the 
"Kutab", which was usually a one room school connected with the mosque 
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where the leader of the mosque taught a group of boys of all levels of 
progress and of different ages together; and higher level religious 
education which was provided in schools which were annexed to the 
principal mosques, or in independent institutions, or in the homes of 
the teachers or of the students (Shebani, 1962, p. 13). 
The Ottomans, who ruled Libya for nearly four centuries 
(1520-1911), laid down no clear policy with regard to education. 
Nevertheless, Kutabs and Koranic schools continued their roles as 
before. Thus, education during the Turkish period was also religious 
in nature. On the other hand, the Ottoman authorities authorized 
christian religious missions, foreign communities in the country and 
Jews to open schools of their own in the large cities (Attir, 1980, 
p. 47). 
The Italian invaders, who occupied the country from 1911 to 1942 
did not encourage education. On the other hand, the Italians did not 
interfere with religious education. With the aim of imposing their own 
culture and political ideology, the Italians opened primary schools for 
Libyans in which all teaching was conducted in Italian. In fact, the 
policy of the Italians was to restrict the number of Libyans educated 
beyond the primary stage of education (Nyrop, et al., 1973, p. 115). 
During the Allied Administration (1942-51), education witnessed 
some improvement (see Table 5.6). Shebani (1962, pp. 53-55) attributed 
such educational progress during this period to a number of factors 
such as the change in the attitudes and the outlook of the Libyan 
people towards education in particular and life in general and the r 
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Table (5.6) 
Development of Education in Libya before Independence (1951) 
Numbers of Students by Level and Sex 
Primary Secondary Total 
Year Males Females Males Females 
1911-12 99 - -- 99 
1921-22 611 - 6- 617 
1930-31 3933 - 5- 3938 
1938-39 6754 - 134 - 6888 
1943-44 6140 344 234 - 6718 
1944-45 8990 620 -- 9610 
1945-46 11,805 759 -- 12,564 
1946-47 12,438 1,397 -- 13,835 
1947-48 15,261 2,376 234 - 17,871 
1948-49 21,862 2,942 293 - 25,097 
1949-50 23,481 3,757 385 - 27,623 
1950-51 28,559 3,530 615 13 32,717 
Source : The United Kirigdcm of Libya, Ministry of Education, 
Educational Statistics frcm1943-44 to 1956-57; 
Ministry of Education, L. A. R., Historical Study on the 
Developnent of Education in Libya from the Ottanan period 
until present (Tripoli: Government Printing office, 1974) 
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educational reform carried out by the British administration. 
From the early years of its independence in 1951, Libya has looked 
to education as the major force to rescue it from its backwardness and 
poverty. In the first decade of independence, severe economic 
problems, regional conflict of interests and poor management of the 
available resources considerably handicapped the development of a sound 
educationl system. Consequently, Libyan society was almost untouched 
by modern education even years after independence. 
At the time of independence the Libyan population was not only 
poor but largely illiterate (The International Bank for Reconstruction 
and Development, 1960, p. 8; Area Handbook for Libya, 1969, p. 95). 
A great breakthrough came in 1959 when the discovery of oil 
brought a radical change in the Libyan economy and eliminated the 
economic obstacle to education. Since then, educational facilities 
have greatly expanded, schools have been built in rural and remote 
areas, more colleges have been established in the universities, and 
more vocational schools and teacher training colleges have been built. 
This expansion of educational opportunities has begun to pay off. 
Table (5.7) shows the distribution of Libyan population by educational 
status in the censuses of 1954,1964, and 1973. While the 1954 census 
put the rate of illiteracy (population aged five years and over) at 79% 
and the 1964 census put the rate of illiteracy (population aged six 
years and over) at 74%, the census of 1973 put the rate of illiteracy 
(population aged ten years and over) at 51.6%, although females 
suffered from considerable disadvantages. On the other hand, this 
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expansion of educational opportunities has occurred despite a high rate 
of population growth which has considerably increased the number of 
school-age children (according to the 1973 census, 33% of the total 
population were between 5-24 years of age, while the census of 1984 
revealed that 50.2% of the total population were less than 15 years of 
age). Between the 1950-51 and 1982-83 school years the number of 
students registered in various stages of the educational cycle 
excluding university education has grown from 5,105 students to 979,972 
students (see Table (5.8) and Table (5.9)). Table (5.10) shows that 
the number of teachers has also increased considerably. 
Before the first university in Libya was established in 1956, 
Libyans who wished and were able to have a higher education, used to go 
abroad, (Nyrop, 1973, p. 116). There are now four universities and 
several other higher technical institutions in the country. Table 
(5.11) shows the development of higher education in Libya as measured 
by the number of students enrolled in universities and the higher 
technical institutions. In addition, thousands of Libyan students are 
still studying abroad. 
Policies and legislation concerning education did not remain 
static in the face of the country's political, social and economic 
change. Under the monarchy, the state was mainly concerned with 
organizing education with a special focus on religious education 
(Hajjaji, 1967, pp. 86-7; El Fathaly et al., 1977, p. 13). The law 
organizing education was passed on 22 September 1952. The law of 1952 
was later superseded by the law of 1965. Nevertheless, El Fathaly et 
al. (1977) argued that even with its relatively large expansion, the 
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Table (5.8) 
Development of D3ucation in Libya 1951/52-1960/62 
1951 - 52 1955 - 56 1960 - 61 
School Total Female Zootal Female Total Female 
Levels Share Share Share 
Primary -- 11,078 17 22,882 19 
Preparatory -- 2,585 1 9,465 5 
Secondary -- 1,170 2 1,946 6 
Vocational -- 1,125 18 3,122 12 
TOTAL 5,105 - 15,958 18 37,415 15 
Sources: Libyan Arab Replublic, Ministry of Education, Historical Study 
on the Development of Blucation in Libya . Tripoli, 1974. 
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Table (5.10) 
Development of Teacher Population in Libya 1954 - 1982-83 
Number of Teachers 
Year Male Female Total 
1954 2,273 274 2,547 
1964 6,751 1,254 8,005 
1968-69 12,508 
1970-71 17,481 
1975-76 38,140 
1980-81 37,752 21,112 58,864 
1981-82 40,666 26,970 67,636 
1982-83 41,572 30,276 71,848 
Source: Ministry of Education, L. A. R. Historical Study on the 
Development of Education in Libya fron the Otta nan period 
until Present. Tripoli, 1974; Ministry of Education, 
S. P. L. A. J., Development of Education in Libya during the 
Period fran 1968 to 1983. Tripoli, 1983. 
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Table (5.11) 
Development of Higher D3ucation in Libya 1960/61-1982/83 
Number of Students 
Year Males Females Total 
1960-61 658 20 678 
1965-66 1644 143 1787 
1970-71 4057 385 4442 
1975-76 9669 1574 11243 
1978-79 9836 2459 12295 
1979-80 10107 3369 13476 
1980-81 16523 4082 20605 
1981-82 19803 6048 25851 
1982-83 23114 6937 30051 
Source: Ministry of D3ucation, L. A. R. Historical Study of 
Education in Libya fron the Ottoman Period until 
Present. Tripoli, 1974; Ministry of Education, 
S. P. L. A. J., Development of Education in Libya during 
the period fran 1968 to 1983. Tripoli, 1983. 
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educational system did not meet the country's need for trained manpower 
because of the fact that the religious influences under the monarchical 
regime prevented a real assessment of the country's educational needs. 
The Revolution of 1969 has continued the quantitative expansion of 
education as well as introducing tremendous changes in the quality of 
education. The educational system has been linked to the current and 
future needs of society. Thus, more stress has been put on vocational 
and technical training to provide the country with most needed skills 
for the development programme. The law of 1965 was replaced by new 
laws of 1970 and 1975. In the beginning, education was compulsory for 
all children of both sexes from 6 to 12 years of age. Subsequently 
compulsory education was extended to become from 6 to 15 years old. 
The compulsory period of education, which children usually start 
at the age of six, is made up of two stages: primary education lasting 
six years, and preparatory education (idadi) lasting three years. 
After the obligatory period of education, students may go to secondary 
school and then to the University, or they may be directed towards 
vocational education. Education through all its stages is free in 
Libya, but parents of school children incur many additional expenses 
for educational materials and proper clothing. On the other hand, 
university students and the students in vocational education receive 
pocket money each month to help them with the additional expense. This 
is a major step specially for those students who come from the lower 
socio-economic stratum. 
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Chapter 6 
1. Introduction 
Work Force 
Significant changes in the characteristics of the work force and 
of the work performed have occurred over the last three decades in 
Libya. Some of these changes are the consequences of individual or 
collective decisions by workers and firms as they faced the new 
economic and social environment; others represent the outcome of social 
choices. The purpose of this chapter is to document some of the 
characteristics of the work force in Libya such as size, sex and age, 
education, industrial structure, occupational structure, wages and 
salaries, safety and social security, foreign workers, hours of work. 
But I would like first to make two points concerning the definition of 
work force and the statistics used. 
Definitions of the work force have varied over time and across 
countries. In the present study, the term work force refers only to 
those who are in paid employment. Thus unemployed people who are still 
seeking work or seeking work for the first time are excluded. Domestic 
services within one's own family household are also excluded. This is 
not only because the present study focuses only on people in paid 
employment but also because most available labour statistics cover that 
group. 
Although, the general trends are reasonably clear and changes in 
orders of magnitude can somestimes be perceived, statistics are drawn 
from different sources with wide margins of error. Thus, the reader 
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must be warned to guard against the incompleteness and the 
incompatibility of the labour statistics used in this chapter. 
2. The Size of the Work Force 
As seen from Table (6.1), the population of Libya has risen from 
1 , 564 , 369 at the 1964 census to 3 , 637 , 488 at the 1984 census. This 
increase in the population corresponds to an increase in the work force 
which has risen from 338,149 in 1964 to 927,058 in 1984. These 
findings, however, conceal very striking changes in the structure of 
both the population and the work force. 
3. Acme. 
Table (6.2) shows the distribution of the work force by age. 
Analysis of the age structure of the work force reveals slight changes 
between 1973 and 1980. Most members of the work force are between 20 - 
49 years old, though the age group 25 - 29 has the highest percentage 
of the work force (15.7 in 1973 and 16.2 in 1980). This might reflect 
the age structure of the population. On the other hand, it also 
appears that less people tend to enter the work force before 20 years 
old. This delay into entering the work force might reflect the 
increasing emphasis on more years of education in Libyan society. 
4. Education 
The educational attainment of the work force is a most useful 
indicator of the quality of the work force. One significant change is 
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Table (6.1) 
Population, Work Force and Participation Rates in Libya 
1964 - 1984 
Year population Work Force Rates of Participation 
1964 1,564,369 338149 21.6 
1971 2,068,000 428200 20.7 
1973 2,249,237 531400 23.6 
1975 2,430,000 677100 27.9 
1980 - 500317 - 
1984 3,637,488 927058 25.5 
source: 1964,1973,1984 Censuses of the Population of 
Libya ; El-Huni, A., 1978, p. 23; Final Results 
of Manpower Census, 1986 
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Table (6-2) 
Work Force in Libya by Arge (Percentage) 
Year 
ArICA Groups 1973 1980 
Less than 15 years 0.9 0.1 
15 - 19 4.8 3.6 
20 - 24 12.7 13.3 
25 - 29 15.7 16.2 
30 - 34 13.8 14.8 
35 - 39 13.1 12.1 
40 - 44 11.5 11.5 
45 - 49 9.4 8.7 
50 - 54 6.4 7.6 
55 - 59 4.2 5.0 
60 - 64 3.0 3.3 
65 - 69 2.0 1.8 
70 and over 2.4 1.8 
Not Stated 0.01 0.2 
¶Y AL 100.0 100.0 
(531,400) (500,317) 
Source: 1973 Census of the Pc zlation of Libya; Final Results of 
Manpower 1980. 
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the rise in the level of formal education. From Table (6.3), it can be 
seen that the educational level of the work force as a whole has risen 
notably. The proportions of the work force who are illiterate has 
decreased from 45.5 in 1973 to 28.7 in 1980. This reflects the 
educational development in the country. 
5. Industrial Structure of the Work Force 
Several changes in the industrial structure of Libya's work force 
have occurred since independence in 1951. In the early 1950s, 
agriculture engaged more than one-half of the work force (Knapp, 1977, 
p. 207). As seen from Table (6.4), agricultural employment declined 
from 35.7% in 1964 to 22.9% in 1973 and to only 6.2% in 1980. Almost 
the entire loss of jobs in this primary sector has been picked up in 
the service sector and the construction sector. Both sectors have more 
than doubled their share of employment during the period between 1964 
and 1980. Another important change in the structure of the work force 
was in the business sector whose share in the work force has declined 
from 7.6% and 8.3% in 1971 and 1975 respectively to 1.7% in 1980. 
These sectoral shifts in employment could be attributed to a number of 
factors such as the characteristics of the oil economy, economic 
development and economic reform. 
6. Occupational Structure of the Work Force 
Changes in the mix of jobs performed throughout the post- 
independence period reflect changes in industrial composition. There 
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Table (6.3) 
Percentage Distribution of the Work Force by B3ucaticn 
Level of Education 1973 1980 
Illiterate 45.5 28.7 
Read & Write 32.7 25.8 
Primary Education 8.4 13.1 
Preparatory and Secondary 9.3 21.9 
Others below University 0.4 1.8 
University 3.6 8.7 
Not Stated 0.1 
the Manpower Census, 1980. 
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Table (6.4) 
Percentaged Distribution of the 
Work Force by Industrial Sector 
Sector 1964 1971 1973 1975 1980 
Agriculture 
Hunting, Forestry 
and Fishing 35.7 30.8 22.9 19.7 6.2 
Mining and 
Quarrying 3.5 3.9 2.2 1.0 2.2 
Manufacturing 7.2 8.4 4.2 6.5 7.9 
Electricity 
Gas & Water 1.5 1.8 1.9 1.9 3.0 
Construction 7.8 10.4 16.7 22.5 20.5 
Trade & Hotels 6.6 7.1 8.8 
Transport & 
Communications 5.6 8.6 8.2 7.9 5.7 
Financing, 
Insurance 
Real Estate 
Business Services 7.6 1.2 8.3 1.7 
Community, Social 
& Personal Services 20.4 28.5 32.5 32.2 43.9 
Not Stated 11.7 3.1 0.1 
IWAL 100.0 100.0 100.0 100.0 100.0 
(338149) (428200) (531400) (677100) (500317) 
Source: 1964,1973 Censuses of the Population of Libya; El-Huni 
(1978, p. 23); Final Results of Manpower Census, 1980. 
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was a huge reduction in the number of agricultural workers. Production 
and related workers maintained a large share of employment. Clerical, 
professional-technical, and other service workers recorded large 
increases in their share of employment, a fact consistent with the 
growth to services in general. Table (6.5) records the changes in the 
occupational structure of the work force between 1964 - 1980. Within 
each of the major occupational groupings some interesting patterns 
emerge. The most spectacular growth has been in the professional and 
technical occupations, which have gone from 3.8% to 22.5% of the work 
force. Another interesting growth has been in the clerical, service, 
and production occupations which have gone from 5.4,15 and 20.8 to 
11.2,17.5 and 38.5 respectively. The growth in the services and in 
the professional-technical occupations has been generally associated 
with the increasing female participation in the work force (see 
Shebani, 1983). The alarming development has been the decline of the 
agricultural and related workers from 36.2% in 1964 to 4.4% in 1980. 
This is not due to the decline in farm labour jobs nor to technological 
change. It is rather due to the oil boom (Thomas, 1973). 
7. Income & Salaries 
As with the labour statistics, income and salary statistics need 
to be viewed in various different ways to provide an indication of 
trends over time - money wages, real wages, and distributional patterns 
according to industry, occupation and sex. Unfortunately, no 
statistics are available except for 1980 and extrapolations from point 
of time-based statistics are unsatisfactory for a number of well-known 
reasons. Even the better data can hide important aspects. Money wages 
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Table (6.5) 
Percentadged Distribution of the Work Force 
by Occupational Structure 
Major Occupational Groups 
Professional, Technical 
& Related Workers 
Administrative and 
Managerial Workers 
Clerical & Related Workers 
Sales Workers 
Service Workers 
Agricultural, Animal Husbandry 
Forestry Workers, Fishermen 
and Hunters 
Production & Related Workers 
Transport Equipment Operators 
Labourers 
Not Stated 
7ALS 
1964 1973 1980 
3.8 10.1 22.5 
1.5 0.8 0.8 
5.4 7.2 11.2 
6.0 5.8 4.6 
15.0 15.1 17.5 
36.2 21.1 4.4 
20.8 35.8 38.5 
11.3 4.1 0.5 
100.0 100.0 100.0 
(338149) (531400) (500317) 
Source: 1964,1973 Censuses of the PO elation of Libya; Final Results 
of Manpower Census, 1980. 
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in Libya are paid on a daily basis. The work day is defined as eight 
hours of work. The minimum wage has risen four times between 1969 and 
1975, from 500 dirhams in 1969 to 2,000 dirhams in 1975. 
Table (6.6) shows the percentage distribution of the work by the 
received income per month in 1980. Although minimum wages and the 
salaries of all levels have increased over time (see Figure 6.7) there 
are still income differences according to the industry, occupational 
grade, sex, education, etc. It should be noted here that figures shown 
in the Figure (6.7 represent the total basic salaries which are 
subjected to various income taxes. 
8. Foreign Labour 
Libya now has a generation-long history of foreign labour, 
starting with the oil explorations in the second half of the 1950s. 
The implementation of socio-economic developmental programmes has 
required a large supply of skilled and unskilled manpower, some of 
which (specially the skilled labour) has had to be drawn from the 
international labour market. 
As seen from Table (6.8), the number of foreign workers has risen 
from 16,000 in 1962 to 263,068 in 1984. This increase in the foreign 
workers' share in the total workforce is from 4.5% in 1962 to 28.4% in 
1984. According to the 1980 labour statistics, 45.9% of the foreign 
workers were Arabs, 30% Asians, 8.3% were from Western Europe, 10.8% 
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Table (6.6) 
Percentaged Di stribution of work Force 
by Monthly Inarne and Sex, 1980 
Total Wbrk Force 
Level of Income Males Females 
(in Dinars) % % 
100 or less 60.6 83.9 
150 19.8 8.7 
200 - 250 12.2 4.9 
300 3.7 1.3 
400 - 500 2.3 0.6 
600 - 700 0.6 0.2 
800 and over 0.9 0.2 
Not Stated 0.03 0.2 
'DOTAL 100.0 100.0 
Source: The Final Results of the Manpower Census, 1980. 
'P ytdl 
63.3 
18.4 
11.3 
3.5 
2.1 
0.6 
0.7 
0.03 
100.0 
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Figure (6.7) 
Salary Structure 
(in Libyan Dinar) 
Occupational 
Grade 
1964 1974 1975 
A 287.5 334 353 
B 260.5 300 317 
C 241 278 293 
1 209 240 252 
2 174 200 209 
3 153 174 182 
4 136 154 164 
5 122.5 136 146 
6 111 123 132 
7 93 103 110 
8 81.66 90 97 
1981 
Grade Salary 
per 
Month 
16 690 
15 615 
14 540 
13 490 
12 440 
11 400 
10 350 
9 300 
8 265 
7 235 
6 210 
5 190 
4 170 
3 150 
2 135 
1 120 
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Table (6.8) 
The Developnent of the Foreign Workers' Share 
in Libya's Work Force 1962 - 1984 
Year Number of the 
Foreign Workers 
1962 16,000 
1963 16,500 
1964 16,698 
1965 19,100 
1966 21,900 
1967 25,600 
1968 31,200 
1969 39,400 
1971 40,000 
1973 115,838 
1975 223,000 
1980 199,081 
1984 263,068 
Foreign Workers 
% of Total Work Force 
4.5 
4.6 
4.9 
5.1 
5.8 
5.1 
7.8 
9.5 
8.4 
21.8 
32.9 
39.8 
28.4 
Source: Al-azabi and Al-mir, 1981, p. 108; 1964,1973,1984 Censuses 
of the Population of Libya; Final Results of the Manpower 
Census, 1980. 
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from Eastern Europe, 3.6% from non-Arab African countries, and 1.2% 
came from the American countries. 
Furthermore, the bulk of the foreign workers have occupied 
positions in the productive sector as well as those professional and 
technical occupations for which Libyans have lacked the necessary 
skills. In 1980,86.5% of engineers and 91.2% of physicians were 
foreigners (manpower census of 1980). This partially reflects the 
manpower dilemma which Libya has faced through its struggle for 
development. 
Finally, the general impact of this large number of foreign 
workers on Libyan society has not been studied yet although the 
erosion, through access to oil revenues and migrant labour, of work 
motiviation in the indigenous population has been seen in Libya as well 
as many other oil producing countries such as Saudi Arabia and Kuwait 
(Halliday, 1984). 
9. Social Security 
In Libya, all people (Libyans and non-Libyans) are covered by the 
umbrella of social security which was created by the social security 
law number 13 of 1980. Social security covers retirement, sickness, 
old age, disability, etc. The benefits are extended to the individual 
and his dependents and survivors. 
Retired people become eligible for the basic social security 
retirement benefits at age 65 for men and at age 60 for women and for 
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special cases of men whose jobs are defined as dangerous or early 
retirement. Benefits are based on average monthly salary of the last 
three years of work, though retirement pensions must not be less than 
80% of the defined minimum wage or salary and it must not be more than 
80% of the salary or the wage on which the pension is calculated 
originally. Thus, retirement pension depends directly on the 
individual's working life which differs among people and this reflects 
the important impact which work has on the individual throughout his 
life. Benefits are financed by contributions from different sources 
incuding the employee and public funds. 
10. Occupational Safety 
The first comprehensive occupational safety legislation was passed 
in 1976. The occupational safety law of 1976 was thought necessary as 
the country was becoming industrialized. The law requires the 
employers to provide each employee with a job free from recognized 
hazards likely to cause death or serious physical harm. The 
enforcement of the occupational safety legislation is the 
responsibility of the inspectors belonging to the Secretariat of Labour 
and Civil Service (Al-azabi et al, 1981, pp. 131-133). 
11. Hours of Work 
The official weekly working period is around 40 hours. These are 
spread over six days, with Friday as the weekly holiday. The working 
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day begins either at 7 a. m. or at 7.30 a. m. and lasts until 2 p. m. or 
2.30 p. m. There is no official rest in the middle, such as lunch hour 
or tea break. Employees are entitled to numerous sick days, over two 
weeks of state and religious holidays as well as an annual vacation of 
between 30 and 45 days, depending on the length of employment and the 
employee's age. Thus, average hours paid for exceed average hours 
actually worked. 
12. Women in the Work Force 
The main occupation of women in traditional Libya is that of 
housewife, though some women have participated in the economy by 
helping in farming or specializing in certain crafts for family 
consumption. Men are usually the bread-winners or they at least, 
especially in the rural areas, control the production. Attir (1980, 
pp. 103-104) has reported that women entered the paid job market at a 
very low rate during the late thirties to work as cleaners in schools, 
hospitals, houses etc. 
Today, Libyan women's participation in the work force has 
increased, but at a low rate. Published statistics indicate that 
Libyan women have an exceedingly low level of participation in economic 
activities outside the home. As can be seen from Table (6.9). the 
female participation rate has risen from 3.4% in 1964 to 11.8% in 1980. 
Nevertheless, comparisons of Libyan women's work force participation 
rates with other countries at comparable stages of economic development 
indicate that the involvement of Libyan women in work outside the home 
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Table (6.9) 
Work Force by Sex in 
Libya 1964 - 1980 
1964 
Sex Nunber % 
1973 
Number % 
1980 
Number $ 
Male 326,723 96.6 
Female 11,426 3.4 
I WAL 338,149 100.0 
495,282 93.2 
36,118 6.8 
531,400 100.0 
441,527 88.2 
58,790 11.8 
500,317 100.0 
Source: 1964,1973 Censuses of the Population of Libya; Final Results 
of the Manpower Census, 1980. 
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is relatively low (Abdu, 1980, p. 32). 
However, Libyan economic development has been paralleled by an 
increase in the number of women who are employed in non-agricultural 
sectors (Shebani, 1983, p. 38). The increase of women in the paid 
labour force can be in part explained by the demand for labour in 
general and by the favourable structure of demand in the labour market. 
Many jobs, which are usually filled by women in other societies, are 
still held by men in Libya (See: the Final Results of the Manpower 
Census, 1980). The low level of economic participation of Libyan women 
outside the home reflects the cultural and social milieu in which 
Libyan women have been living (Shebani, 1983). Libyan manpower policy 
is based on the premise that non-employed women serve as a labour 
market reserve (Deeb and Deeb, 1982, pp. 74-75). But realistic policy 
must take into account social trends and societal attitudes as well as 
economic requirements. 
On an idealogical level, the provision of new employment 
possibilities for women is a declared goal in the interest of equality 
and justice, a goal in which all the social partners generally concur. 
Previous research has isolated professional education as a key 
instrument for this purpose. Occupational opportunities and the 
willingness and ability of women to reintegrate into working life are 
significantly correlated with educational achievement (El-Huni, 1978; 
Shebani, 1983). 
Another important labour market problem in Libya is the present 
concentration of women in a few occupational groups that are considered 
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respectable for women (See: Shebani, 1983, pp. 39-41). Such a 
concentration might handicap or, at least, delay more participation in 
the work force from the female side. Statistics also reveal that 
younger Libyan women are far more likely to work than older women. In 
1980,39.4% of the working-women belonged to 15-24 age group, 67.2% of 
the working women were less than 40 years old while only 7.4% of the 
working women were 60 years or more. Women, who belonged to 40-59 age 
group, constituted 25.3% of the total Libyan female work force in 1980 
(Table 6.10). This reflects the importance of education as an 
independent factor influencing female participation in the labour force 
since younger Libyans (males and females) have had better educational 
opportunity than the older Libyans, especially the females. On the 
other hand, the participation of relatively old (and usually illiterate 
as well) women in the work force reveals very interesting changes in 
the social, cultural, economic and historical milieu of Libyan society 
(see: Shebani, 1983). 
The traditional roles ascribed to men and women lead indeed to an 
ambiguous situation for women in the labour market. Although measures 
aimed at reconciling women's roles conflict (professional role and 
household role) are certainly desirable as a short-term strategy the 
more efficient long-term strategy for the equality of women must be, in 
my view, seen in the provision of better education and training. 
Education is an essential measure for the permanent improvement of 
female participation in the work force. 
13. Manpower Policies 
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Table (6.10) 
Percentaged Distribution of Libyan Working Waren 
by Age in 1980 
Page Groups % 
Less than 15 years 0.2 
15 - 24 39.4 
25 - 39 27.6 
40 - 59 25.3 
60 - 69 6.1 
70+ 1.3 
Not stated . 03 
100.0 
(44371) 
Source: Final Results of the Manpower Census, 1980. 
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The importance of human resources to development is well 
recognised. Shearer (1973, p. 52) argued that human resources 
constitute the key to development. Harbison and Myers (1964, p. 26) 
considered human development as a necessary condition for achieving the 
political, social and economic goals of modern nations and if a country 
is unable to develop its human resources, it cannot develop much else. 
In Libya, Al-azabi et al. (1982, p. 146) reported that the work 
force in Libya is characteristically suffering from a number of 
problems including low productivity, low wages, lack of skills, high 
rate of illiteracy, low female participation, laziness etc. Thus, 
Libya has first turned to the international market to meet its needs. 
Perhaps the most far-reaching breakthrough in manpower policies has 
been in the field of training. In view of the importance and the 
determinant character of human resources, the Three-Year Economic and 
Social Development Plan 1973-75 gave great importance to the 
development of national manpower in order to secure the required labour 
nationally. 
In my view, Libya suffers not only from labour shortage, 
especially a shortage of a wide range of skills, but also from 
structural imbalances in employment: that is, the allocation of the 
work force among industrial sectors and within each sector. There has 
to be a criterion which links the prescribed job and the required 
manpower to do it. The use of technology such as computers would 
enhance working conditions and the quality of work, though trade unions 
in many industrialized nations such as Great Britain, claim that more 
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technology means more unemployment. Before all, we need in Libya to 
adopt more modern values and norms instead of the old ones which have 
been a very negative factor in our working life. Attir (1977) has 
shown how social factors contribute to the low productivity of the 
Libyan work force. 
Finally, Al-azabi and Al-mir (undated, p. 15-16) reported the 
individual in the new Libyan society works for himself. He works to 
satisfy his material needs or he works for a socialist establishment in 
which he is a partner rather than wage-worker or he performs a service 
for the whole society which is, in turn, responsible for satisfying an 
individual's needs. Al-azabi and Al-mir also argued that economic 
activity in the new socialist Libya aims to satisfy material needs. In 
addition, work is seen as a national duty and it has been argued that 
it is very important that the members of the work force should be aware 
of the national aspect of their work (see: Al-azabi and Al-mir, 
undated, pp. 55-65). 
r 
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Chapter 7 Libya: Trade Union Movement and the 
Development of the Working Class 
1. Introduction: - 
This chapter looks at the historical development of the trade union 
movement and its political involvement in Libya. 
2. The Colonial Period: - 
The emergence of the labour force was in the early 1930's concomitant 
with the modest industrialization programme, which was introduced by 
the Italian colonial government (1911-1942). The Libyan contribution 
to the Italian development programme was primarily to furnish cheap 
labour. The small Libyan working class was concentrated in mining, 
agricultural settlements and public works projects, although many 
Libyan workers were employed in Italy during the First World War. The 
Italians treated Libyans as second class citizens, both in terms of 
their economic status and their legal privileges (Al-Azabi and Al-mir, 
1981/1983; Segre, 1982, p. 83) 0 
Trade unionism was a non-issue in Libya until the late 1930's. It is 
usually argued that the very conditions for trade union activity did 
not exist in Libya before the introduction of the Italian development 
programme. The arrival of industry is identified as the key infra 
substructural element. Other factors mentioned as accounting for the 
almost complete absence of trade unionism during the Italian period 
were the scarcity of educated workers who could assume leadership 
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Positions and the general lack of funds and organizational know-how 
(Mario Sckabarro, 1983, P-32). In his study of African Trade Unionism, 
Allen (1969, p. 290) wrote that the necessary condition for trade 
unionism is the buying and selling of labour power on a significant 
scale, which in turn is the core element of industrialization. But in 
Africa this has proceeded slowly. In their study of trade unionism in 
Libya during the Italian period Al-azabi and Al-mir (1983) draw 
attention to a different cause for its late arrival. The difficulties 
were largely due to hostility to trade unionism by the Italian colonial 
government. 
Libyans were deprived by the Italian government of the right to enjoy 
membership of trade unions. The law of 1926 and the law of 1935, which 
were issued by the Italian government to organize the trade union 
movement of Italian citizens in Libya, denied the right to Libyans to 
enrol in trade unions. 
However, it seems that Libyan workers after 1920 began to organize 
themselves in order to defend their rights. The racial character of 
the old trade unions was attributed to official colonial policy. 
Throughout the country Libyans were discriminated against; paid 
scandalously low wages, denied promotion opportunities and enjoyed few, 
if any, social security benefits (Al-azavi and Al-mir, 1983). 
Under such conditions, they were compelled to band together to fight 
for economic benefits and the dignity of labour through organized 
efforts. A good indicator of the growing consciousness of Libyan 
workers about their rights is perhaps the event of 1928 when Libyan 
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workers at ports met and decided to refuse the decision, taken by the 
Italian trade union of seaport workers in Benghazi, to reduce the 
already low wage of Libyan workers under pressure from Italian 
employers (Al-azabi et al., 1981). In 1939, there was some progress on 
the Libyans side. Article 3 of the law of 1939 gave Libyan workers the 
right to enrol in existing trade unions but only at the local levels. 
Thus, Libyan workers were deprived from particpating in trade union 
activity at the national and international levels (Al-azabi et al, 
1983). 
Libyan workers continued their struggle to win the right to organize 
themselves into trade unions during the British administration, 
(1942-1951). Al-azabi et al. (1983) and Glavanis (1984) reported that 
it was not until the defeat of the Axis forces and the establishment of 
the British administration in the 1940's that Libyan workers started to 
join trade unions. Libyan workers began to organize themselves into 
workmen's associations during the early part of the British Mandate in 
Libya. Their organizations were always small and took the form of 
guilds made up of members of the same craft. They had no central 
organization to facilitate inter-union contact or to co-ordinate trade 
union activities. During the period from 1943 to 1950, many labour 
associations sprang up in different parts of the country. These 
associations acted mainly as a means of self-employment and self-help. 
In 1943, a labour office was set up in Tripoli (Higgins, 1953). The 
main goal of that labour office was to provide the British forces with 
workers to serve in different sections of the British army. Later, the 
head of the labour office became an expert on industrial relations and 
trade union legislation (Norman, 1965; Al-azabi and Al-mir, 1981). 
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British authorities favoured the Arabs over the Italians in their 
employment policies, efluding the Italians from even the lowest 
technical and clerical positions despite the desperate shortage of 
qualified Arabic employees. But the British paid Arabs lower wages 
than the Italian level. A leader of the Italian colony complained that 
the British depressed Italian wages to the Arab level instead of 
raising Arab standards to the Italian level (Christian Science Monitor, 
1953). Nevertheless, the wages were indiscriminately low, especially 
those of unskilled workers (Higgins, 1953, p. 86). 
The emergence of the workers' club in October, 1944 in Tripoli was a 
major turn in the Libyan trade union movement. Ahmed Egnabah led a 
group of activists to form the workers' club to serve not only as a 
social club but to fight for economic benefits and the dignity of 
labour through organized efforts (Tarablus Al-Gharb, Tripoli, 
12.10.1944). The workers' club was very active and was able to get the 
help of the British Administration to employ 150 unemployed Libyans 
(Journal of Western Tripoli, 6.6.1945). After successful efforts to 
improve the workers' working and living conditions, the workers' club 
came to an end because of various difficulties (Al-azabi and Al-mir, 
1981). 
In 1945, a group of workers met in Benghazi and asked the British 
authorities to allow the workers to form a general Trade Union to serve 
their interests. In June, 1945, a general Trade Union was born in 
Benghazi, but the British did not welcome this move and refused to 
register it, claiming that there was no legislation for organizing 
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trade unions in the country at that time (Al-azabi et al., 1981). 
Consequently, the General Trade Union of Benghazi, faced with such an 
attitude of hostility, collapsed in 1948. 
Thus it appears that the basic problem with those early labour 
associations was that they lacked continuity. Such a lack of 
continuity was mainly due to the colonial attitude of hostility to 
Trade Unionism. 
In 1950,, two new trade unions came into existence: the General Union of 
Tripoli Labour Associations and the General Union of Libyan Labour 
Associations (Al-azabi and Al-mir, 1981). 
Despite the pressures which were put on the trade union movement in 
Libya by both the colonial administration and the employers, I came 
across only one strike. This was carried out by the Bakery Labour 
Association in 1950 (Tarablus Al-Gharb, 2.8.1950). 
A historic move was made by the British administration when it 
introduced the Trade Union Ordinance in 1951 to organize industrial 
relations in the country. The reasons behind such a British move have 
not been sufficiently brought out in research. The official version 
was that the British administration recognized the need for workers to 
have a machinery by which they could make their grievances known to the 
employers and the government. On the other hand, many trade unionists 
believed that the persistent struggle which was waged by the national 
trade union was the determining factor in changing British policy 
(Al-azabi and Al-mir, 1981). It appears that international trade 
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unionism also played an important role in the development of trade 
unionism in Libya. Libyan trade unionists had contact with trade 
unionists in other parts of the world, especially in the Arab world 
(Al-azabi and Al-mir, 1981). In October, 1951, Mr. Odesly -a British 
expert on labour in the Middle East - visited Libya and had a meeting 
with some of the Libyan trade unionists in which he told them that the 
aim of his visit was to find out about the conditions of the working 
class and about trade unionism in the country (Tarablus Al-Gharb, 
Tripoli, 7.10.1951). 
In general, the working class gained many benefits during the British 
period in Libya. The British administration enhanced the conditions of 
employment by making it a legal requirement that a worker works only 48 
hours per week, by forcing the employers to pay for overtime, by giving 
workers the right to rest (not less than half an hour) after each six 
hours of working, and finally by giving the trade unions a legal status 
(Norman, 1965; Al-azabi et al., 1981). 
The Monarchical Period (1951 - 1969): - 
The Libyan working class had already established itself when the 
country became an independent state in December, 1951. Trade unions 
continued their struggle during the monarchy (1951-1969) to obtain more 
rights for their members. In 1952, the Libyan General Trade Union of 
Labour Associations was formed in Tripoli with the aim of bringing all 
the workers together and of fighting for their interests within the 
country and to represent their interests abroad. The important thing 
about the basic union legislation of 1952 is that supreme authority was If' 
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vested in the annual conference (Al-azabi et al., 1981). The Libyan 
General Union of Labour Associations was able to represent its members 
at a number of international conferences in Austria (1955). in Accra 
(1956). in Tunis (1957). and in Sweden (1957). As a result, the trade 
union movement began to receive technical assistance from the 
international bodies. For example, the World Federation of Trade 
Unions sent in 1954 Mr. Weldson. B. - an American expert - to advise 
union leaders in Tripoli on various trade union matters (Al-azabi et al 
1981). 
Many trade unionists throughout the country felt the need for a 
co-ordinating body between the large number of trade unions and labour 
associations and, therefore, they met in 1959 in Tripoli and formed the 
National General Trade Union. But many other trade unionists did not 
like the idea of the national trade union. Hence, the harmonious 
relationship, which had existed during the pre-independence period 
between trade unionists, was progressively eroded. Glavanis (1984, 
pp. 139-140) attributed the conflict between trade unionists during the 
monarchy to the political character of Libyan trade unionism during the 
period 1951 - 1969. Table (7.1) shows the total number of trade unions 
and labour associations in ach trade union in 1963. By 1969, there 
were three major labour federations in the country: The National 
Federation of Trade Unions which was based in Tripoli, the Professional 
Workers Federation which was based in Tripoli, and the Federation of 
Libyan Trade Unions which was based in Benghazi. But the monarchy 
period was generally characterized by low levels of organisation (Area 
Handbook for Libya, 1969, pp. 220-221; Glavanis, 1984, p. 140). 
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Table (7.1) 
Trade Un-'Ons and Labour Associations in Libýe, 1963 
Trade unions Number of Labour Total 
Associations Members 
National Union of 
Labour Associations 13 30,000 
(Tripoli) 
National LMon of 
Workers Associations 9 20,000 
(Berxghazi) 
The Regional National 
Union of Labour and 8 25,000 
Vocational Associations 
(Tripoli) 
The Independent Labour 5 
Associations (Libya) 
source: Al-aza i, M and Al-mir,, M (1981) The Develognent of Wbrking 
Class in I., ibya, Damascus; Dar El Alem 
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The Period Since 1969: - 
The Revolution of September 1.1969, dissolved all political and social 
organisations including the trade unions of the monarchy period in 
order to allow for new organisations to take their palce. On May 1st, 
1970, the government promulgated a new labour law (law 58 of 1970) 
according to which trade unions were re-organized and occupations were 
reclassified. The law of 1970 was later partly amended by law 22 of 
1971. The 1970-71 law was set up to serve as general framework for the 
trade union movement in the country (Glavanis, 1984, pp. 143-145). 
In 1972, a new National General Trade Union was formed and later 
re-organized by law 107 of 1975. The General National Trade Union of 
Workers Associations (GNTUWA) includes 15 workers associations 
including the printing workers association, mining and construction 
workers association, electrical workers association, oil workers 
association, mechanical industry workers association, transport workers 
association, domestic and hotel workers association, traditional 
industries workers association, chemical industry workers association, 
tobacco workers association, harbour workers association, textile 
workers association and Bank and insurance workers association. 
Al-azabi et al. (1981, p. 144) argued that the growth of the working 
class - as a result of the industrial revolution - has contributed to 
the increasing importance of trade unionism in Libyan society. 
However, the situation was dramatically changed by the publication of 
the second edition of the Green Book (the Solutionof the Economic 
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Problem) by Colonel Muammar Gadafi in 1977. It redefined the very 
conception of what it a worker. The workers are now partners and 
resolve their labour disputes through the people's committees. This 
redefinition of what is a worker has dissolved the very basis on which 
trade unions are traditionally constituted (Glavanis, 1984, p. 145). 
The Role of the Trade Union Movement in Politics: - 
The history of the trade union movement in Libya and the history of 
political nationalism were closely linked in the struggle for 
independence. Although trade unions were originally economically 
oriented and their participation in politics sometimes forbidden, they 
found themselves inseparable from the country's body politic. Ananaba 
(1979. ) p. 78) argued that the trade union situation 
in Libya has to be 
considered against the background of the political situation and the 
personal rivalries between politicians and trade union leaders. 
During the colonial period, the history of trade unionism in Libya was 
largely one of nationalist struggle against colonial rule, coupled with 
sporadic efforts to promote the welfare of the working class. The 
economy of Libya was generally controlled by the Italians who enjoyed 
complete political backing while Libyans were forced to become cheap 
labour with no right to organize in trade unions because the Italians 
feared the political activities of indigenous trade unions. As a 
result,, Libyans never lost their hostility and mistrust of the Italians 
(Al-azabi and Al-mir, 1981, p. 28; Serge, 1982, pp. 83-84). Workmen's 
associations emerged during the British administration when the 
legislative apparatus was in non-national hands and could not be 
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expected to welcome a free labour movement with open arms. The British 
authorities were not dissatisfied with the activities of trade unions 
so long as they did not engage in politics (Al-azabi and Al-mir, 1981, 
p. 39). At the end of the Second World War, many socio-political 
organisations were formed and social and political unrest was 
widespread. Many workers associated themselves with the Congress Party 
which was fighting for the independence and Unity of the country. 
Trade unions used their growing organizational machinery for rallying 
political support for the cuase of independence both inside the country 
and abroad (Al-azabi and Al-mir, 1981, p. 45). 
The Trade Union movement did not lose its political character during 
the monarchy (1951-1969). Glavanis (1984) reported that a major 
consequence of the political character of Libya's trade unionism during 
the period 1951-1969 was the division of the labour movement in terms 
of political affiliations. The monarchy distrusted trade unions and 
tried to monopolize the union movement by playing simultaneously a 
number of roles incuding legislator, administrator, peacemaker, 
participant, adjudicator and guardian (Norman, 1965; Area Handbook for 
Libya, 1969; Al-azabi et al., 1981; Glavanis, 1984). Trade Unions 
responded to governmental pressures by industrial action, mainly 
strikes and street demonstrations (Al-azabi and Al-mir, 1981). 
In present-day Libya, trade unions are professional organizations which 
tackle the problems of their members (First, 1974, p. 131). Trade 
unions are now required to participate in the massive socio-economic 
change which the country has been experiencing (Al-azabi and Al-mir, 
1981, pp. 136-139). 
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Chapter 8. Background of the Organisations of Work 
Involved in This Study. 
1. Introduction 
The study took place in a tobacco factory, in schools (primary, 
preparatory, and secondary) and in a research body (The National 
Academy for Scientific Research). All these work organisations are 
located in the region of Tripoli. The purpose of this chapter is to 
describe in brief the background of these organizations with regard to 
some aspects of the work situation such as history, organizational 
structure, power relationships, etc. It is important to make clear 
here that Libya is characterized by a high degree of nationalization 
and, therefore, many organizational features are standardized. For 
example, all Libyans are subjected to the same labour law, the same 
salary structure, etc. Nevertheless, there are still many sources for 
differentiation within and between the organizations. These sources 
include the nature of production, content of labour, occupational 
class,, work-loads, degree of responsibility, etc. 
2. History and Organization 
The tobacco factory, which is the only one in the country, was 
originally established by the Italians in 1923. The factory has 
continued to grow and recently moved to a newly built and highly 
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automated plant. The estimated workforce of the factory in 1984 was 
800. Less than 100 of these were women. 
The factory is run by a People's Committee which was elected by 
the People's Congress of the factory of which all the workforce in the 
factory are in principle, members. Figure (8.1) shows the 
organizational structure of the factory. Beside the People's Committee 
and its chair, there are managers, heads of departments, and 
supervisors of units. On the other hand, the factory belongs to the 
secretariat of industry. 
In 1972, the Arab Development Institute was established to carry 
out research in the country. In 1981, the Arab Development Institute 
was replaced by a bigger establishment called the National Academy for 
Scientific Research (the National Academy for Scientific Research, 
19849 p. 9). During the time of fieldwork, the academy belonged to the 
Secretariat of Universities. The Academy is expanding up and the 
estimated number of its Libyan staff employed in 1984 was 120. About 
half of them were women. A good number of non-Libyans (mainly from 
other parts of the Arab world) work for the Academy as well. 
The Academy is run by an appointed governing body. Figure (8.2) 
shows the organizational structure of the Academy. Decisions are 
usually made at the upper levels of the hirrarchy only. 
Table (8.3) shows the increase in the number of teachers in the 
region of Tripoli between 1980/81 and 1983/84. As seen from Table 
(8.1). women constituted about 73% of the teachers in primary 
r" 
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Figure (8.1. ) 
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education, about 51% in preparatory education, and about 28% in 
secondary education in 1984. 
All schools belong to the Secretariat of Education and they have 
the same physical appearance as well as the same organizational 
structure. Figure (8.4) shows the organizational structure of schools 
in Libya. 
Finally, the important point should be made here that none of the 
senior management positions were occupied by women at the time of the 
f ieldwork. 
Work 
In examining the relationship between people and their work within 
an institution or between institutions, it seems advisable to look 
first at the formally defined responsibilities and the rewards that 
operate within the institutions. In examining the work organizations 
in Libya from this standpoint, the members of the workforce, in a 
number of important aspects, can be said to experience the same 
objective situation - at least all of them receive salaries at the end 
of each month. 
In the case of the tobacco factory, each member of the workforce 
is expected to work about fourty two hours per week regardless of age, 
sex, etc. The factory works only from 7.00 am to 2.00 pm. Each 
morning (from Saturday to Thursday) members of the workforce walk 
r 
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Figure (8-4) 
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through the main security gates and through the factory fields towards 
their departments where they report their arrival and change into 
special uniforms. The factory is a multi-product one which produces 
several lines of its commodities. It produces different types of 
tobacco such as cigarettes, snuff tobacco, chewing tobacco, etc. Each 
of the commodities is manufactured under the conditions of continuous 
flow production. The major jobs involved are the selection and 
handling of the ingredients and the mechanical regulation of the 
elements in the flow. The task involves a degree of formal and 
informal training. 
In the Academy, members of the work force are also expected to 
work forty two hours per week. The official work period is from 7.00 
or 7.30 am to 2.00 or 2.30 pm. The Academy is engaged in research on a 
wide range of topics such as economics, sociology, politics, human 
development, environment, science and technology, health, etc. 
Teachers work less hours and some of them might even choose their 
work hours. In preparatory and secondary schools, all teachers work in 
the morning whilst in the primary schools teachers may work in the 
morning or afternoon. 
Generally, industries differ not only in history, content of work 
and technology involved, etc., but also in their characteristic methods 
of division of labour, social organization, and economic status. 
4. Recruitment and Promotion 
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In Libya, work organizations can have their staffing needs met 
either through the Secretariat of Labour and Civil Service, which is 
largely responsible for the allocation of workers among industries, or 
by inviting applications from those who wish to take the available 
jobs. The new appointees usually serve a probationary period lasting 
between six months and a year. The new recruits may also go first into 
a training programme to prepare them for their jobs. But teachers are 
appointed only by the Secretariat of Education, and only those who have 
finished some sort of teachers' training or have graduated from 
university can now become teachers. For a number of reasons including 
the relative shortage of workers, it has been possible for people in 
Libya to move between jobs and the organizations of work as far as they 
possess the required skills. But it has been difficult for teachers to 
leave teaching because the country's labour force policy has been to 
achieve stability in some important jobs such as teaching. However, 
teachers may change from one school to another. The intrinsic and 
extrinsic rewards, including promotion, which the individual may get 
from work depend on various factors such as the type of job, 
occupational class, organization of work, experience, education, 
personality, etc. But appointment and promotion are the sole business 
of management and many factors may influence the management decisions. 
Although the employees do not have to apply formally for promotion, 
they always need to express their wishes to their supervisors who 
usually have a dominant influence on all matters concerning their 
employees. 
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Chapter 9. Social and Economic Characteristics of the Sample 
Introduction 
The literature review has shown that the social and economic 
characteristics of individuals are important in two ways: as aspects 
of their biographies influencing their orientations to work, and as 
components of the social context at work. Accordingly, the researcher 
is interested here in both the nature of these characteristics and 
their distribution within the workforce. Thus the purpose of this 
chapter is to present a descriptive account of the socio-economic 
characteristics of the sample. In this chapter and the subsequent 
chapters, percentages based on a category with too smallnumber of 
respondents (less than 10) will be put in parentheses to indicate their 
unreliability. 
2. Sex Distribution of the Sample 
Undoubtedly sex is a fundamental social characteristic . which we 
have seen is also basic to the division of labour. As can be seen from 
table (9.1). 57% of the sample are men and 43% of the sample are women. 
While the sex distributions of the factory sample and of the academy 
sample are almost identical with considerable bias towards men in both 
of them, the school sample is completely different since it included 
more women than men. Later analysis will explore the relationships 
between sex and a number of factors that may be expected to influence 
r 
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Table (9.1) 
Percentage Distribution of the Sample by Sex 
Sex Factory School Academy Total 
Sample Sample Sample 
Male 65.0 45.8 65.1 56.8 
Female 35.0 54.2 34.9 43.2 
Total 100.0 100.0 100.0 100.0 
N 200 212 83 495 
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orientations to work. 
3. Age Distribution of the Sampl 
Perhaps the most generally relevant social characteristic is age 
since it is related to so many aspects of a person's experience. In 
the first place, it indicates his generation and the period he has 
lived through. Thus one can hardly expect those who have lived through 
the poverty of the pre-oil era to view their employment in the same way 
as the young individuals who have enjoyed much of the oil era. 
Similarly, age is closely related to the length of time a person has 
spent in work. 
As can be seen from Table (9.2) the majority of the workforce in 
the survey were youthful, more than half of the sample being under 30 
years old. Only a small percentage of the respondents were 50 years old 
and over. When we compare the three industries, we find that the school 
sample was more youthful than the academy sample and the factory 
sample. 
4. Distribution of the Sample by Marital Status 
As can be seen from Table (9.3), the majority (51%) of the sample 
were married. Single people constituted 41% of the sample while less 
than 8% were divorced or widowed. When we compare the three industries 
we find more married and divorced or widowed people in the factory 
sample than in the school sample and that the factory sample included 
more married people than the school sample and the factory sample. 
r 
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Table (9-2) 
Percentage Distributim of the Sc-inple by Age 
x7e 1: 1 Factory School (years) Sample Sample 
Under 25 26.0 38.2 
25 - 29 9.0 30.7 
30 - 39 18.0 23.1 
40 - 49 24.0 7.5 
50+ 23.0 0.5 
100.0 100.0 
N 200 212 
Academy Total 
Sarnple 
24.1 30.9 
21.7 20.4 
22.9 21.0 
19.3 16.2 
12.0 11.5 
100.0 100.0 
83 495 
207 
These findings are partially explained by the strong relationship 
between marital status and age (Table 1, Appendix A). However the 
large proportion of single people in a sample of working people is an 
indication of the increasing delay of marriage in Libyan society as a 
result of social change. 
5. Having Children 
We have already noted that more than half of the sample were 
married. Here, we would like to explore another pattern of family 
commitment, namely having children or not. As can be seen from Table 
(9.3), the majority of the sample have children. When we compare the 
three industries, we find that the factory sample included more people 
with children than the school sample or academy sample. 
A cross-tabulation of the proportion of the sample with children 
by the number of children reveals very interesting trends. As can be 
seen from Table (9.3), 45% of the sample have less than 5 children 
while 29% of the sample have between 5 to 6 children, and 25% of the 
sample have 7 or more children. When we compare between the three 
industries, it appears to be that the factory sample tend to have 
larger families than the academy sample, and that the school sample 
have fewest children. This is due to the fact that the respondents 
inthe school sample are younger and they are females who would not be 
at work if they had large families. 
These results suggest, however, that the family size in Libya is 
r 
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Table (9.3) 
percentaged Distribution of the Sample by Family Background 
- marital status Factory School Academy Total 
Sample Sample Sample 
Single 27.6 52.4 45.8 41.3 
Married 55.8 46.7 50.6 51.0 
Divorced/widowed 16.6 0.9 3.6 7.7 
100.0 100.0 100.0 100.0 
N 199 212 83 494 
Missing observations 1 0 0 1 
- Do you have children? 
Yes 66.5 42.9 49.4 53.5 
No 33.5 57.1 50.6 46.5 
100.0 100.0 100.0 100.0 
N 200 212 83 495 
- Nunt)er of children: 
1 to 4 30.1 64.8 48.8 44.9 
5 to 6 33.8 25.3 24.4 29.4 
7 cr more 36.1 9.9 26.8 25.7 
100.0 100.0 100.0 100.0 
N 133 91 41 265 
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generally still on the large side. Attir (1980, pp. 102-103) attributed 
this social aspect to the religion and the need for more manpower in 
the country. 
6. Educational Status of the 
The educational status of the sample is measured in this study by 
the last level of school attended by the respondent and by the highest 
qualification obtained at school. 
Respondents were classified according to their levels of education 
into four categories: (1) respondents know how to read only were 
classified with the illiterate respondents, (2) respondents who did not 
finish compulsory education (primary education and preparatory 
education) were considered to have a low level of education, (3) all 
respondents who finished compulsory education but they did not finish 
university were considered to have a middle level of education, and (4) 
respondents with the first university degree or above were considered 
to have a high level of education. 
As can be seen from Table (9.4). about half the respondents 
achieved a middle level of education and nearly a quarter of the 
respondents achieved a high level of education while illiterate people 
and people with low education constituted 19% and 11% of the sample 
respectively. When we compare the three industries, we find 
substantial differences. First, the Academy has, as expected, the 
highest percentage of people with a high level of education. Second, 
the factory sample included a good proportion of illiterate people and 
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Table (9.4) 
Percentaged Distributicn of the sample by Bducational Level 
Level of Factory Scbcol Academy Tota l 
Bducation Sample Sample Sample 
Illiterate 42.7 0.0 10.8 19. 1 
Low level of 25.6 0.0 6.0 11. 4 
E)ducation 
Middle level of 25.6 76.3 20.5 46. 5 
Bducation 
High level of 6.0 23.7 62.7 23. 1 
Bducation 
100.0 100.0 100.0 100. 0 
N 199 212 83 494 
Missing Observations 1 1 0 2 
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only a small proportion of its members who had achieved a high level of 
education. Third, the school sample included only people with middle 
level of education (mainly vocational education) and people with high 
level of education. 
Although the level of school attended does have an influence on the 
individual's work experience, it is the qualifications obtained at 
school that are a more determining factor in the individual's 
occupational life, whether in the choice of occupation or in the later 
occupational advancement. Respondents were classified according tothe 
highest educational qualification into four categories: (1) no 
qualifications at all, (2) low qualifications which includes 
respondents with the primary certificate and respondents with the 
preparatory certificate, (3) middle qualifications which includes all 
the respondents with qualifications which are above the preparatory 
certificate and lower than the first university degree, and (4) 
respondents with university degree or above. 
As can be seen from the Table (9.5). middle qualifications are the 
most common among the sample. The proportion of people with no 
qualifications and the proportion of people with high qualifications 
are more or less the same. People with low qualification (primary 
certificate) constituted 13% of the total sample. 
When we compare the three industries, we find that whilst the 
people with no qualifications constituted 53% of the factory sample, 
and people with middle qualifications (mainly vocational ones) 
constituted 79% of the school sample; 61% of the academy sample 
J- 
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Table (9-5) 
Percentaged Distribution of the Sample 
by the Highest Educational Qualification 
Qualification Factory 
Sample 
None 53.0 
LOW 27.5 
Qualification 
Middle 13.5 
Qualification 
High 6.0 
Qualification 
100.0 
200 
School Academy Total 
Sample Sample 
0.0 13.3 23.6 
0.0 13.3 13.3 
79.2 12.0 41.4 
20.8 61.4 21.6 
100.0 100.0 100.0 
212 83 495 
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possessed high qualifications (university degree or above). These 
results suggest not only the importance of age, but they also show how 
the nature of the job can influence the individual's occupational 
choice and development. For example, to become a teacher in present 
Libya, one needs to posess at least middle qualifications and for one 
to have a job in research, he needs at least a first degree. In other 
words, these results reflect the growing trend of professionalism in 
Libyan society. 
7. Distribution of the Sample by Monthly Salary 
In the three industries here, all employees are subjected to the 
same frame of salary structure which we have already outlined in this 
volume (see: chapter 6. section 7 ). The individual employee's 
position in the salary structure is determined by a number of work and 
non-work factors. 
Although employees may not understand how their pay is calculated, 
they do actually understand a lot about the matters related to their 
salary. In an informaP conversation during the lunch hour in the 
factory, a manager summarized this fact when he said: 
wish that employees understood their duties as much as they 
know their rights". 
The pay scale system, with the work process, is an important 
component of the control system by which employees may get better 
rl 
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salaries or by which they may redefine their level of productivity by 
relating actual productivity to the monetary rewards which they gain 
from work. 
As can be seen from Table (9.6). more than half the sample earn 
between 151 and 250 dinars per month and 8% earn more than 350 dinars 
per month whilst 22% of the sample earn 150 dinars or less per month. 
When we compare the three industries we find that more people in the 
factory sample than in the school sample and in the academy sample earn 
150 dinars or less per month whilst the academy sample has the largest 
proportion of people who earn more than 350 dinars per month. 
However, differences in terms of monthly salary between and within 
the industries are due to various factors including the type of 
industry. There is a clear sex difference in regard to the monthly 
salaries (Table 2. Appendix A). Sex inequality in income has, of 
course, nothing to do with biological sex, but is rather a reflection 
of historical sex inequalities in Libyan society. The individual's 
level of education also influences his (or her) income level via 
occupation or the occupational grade which form a mechanism by which 
the influence of education is translated into income. Literate 
employees tend to earn more than the illiterate employees and the 
higher one's education, the more salary one is likely to get (Table 3, 
Appendix A). 
As might be expected, non-manual employees such as clerks and 
professionals tend to earn more than manual workers (Table 4. Appendix 
A). 
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Table (9-6) 
Percentaged Distribution of the Sample 
by Monthly Income (in Libyan Dinar) 
Incane per Factory School Academy Total 
Month Sample Sample Sample 
150 or less 32.5 14.6 13.3 22.6 
151 - 250 46.0 66.5 48.2 55.2 
251 - 350 15.0 13.7 13.3 14.1 
351 and over 6.5 5.2 19.3 8.1 
100.0 100.0 100.0 100.0 
N 200 212 83 495 
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Living Conditions 
There is no doubt that the living conditions in Libyan society 
have improved considerably in the last 25 years. The purpose of this 
section is to describe the general living conditions from a number of 
aspects such as type of dwelling, ownership of durable goods and the 
type of transportation. 
- Type of Dwelling 
As can be seen from Table (9.7). 51% of the sample lived in modern 
houses, 22% live in flats and 13% live in villas whilst only 14% of the 
total sample live in traditional houses. When we compare the three 
industries, we find that the members of the school sample and the 
academy sample seem to live in better housing conditions than the 
respondents in the factory sample 
However, the relatively large proportion of the sample (22%) who 
live in flats reflect the alarming increase in the urban population 
specially around Tripoli and Benghazi which are the largest cities in 
Libya. 
- Ownership of Durable Goods, 
Another indication of the standard of living is the ownership of 
durable goods. Respondents were asked whether or not they have each of 
a battery of items ranging from television to motorcycle. As can be 
r 
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Table (9.7) 
Percentaged Distribution of the Sample 
by Type of Dwellirxg 
Type of Dwelling Fact-ory School Academy Total 
Sample Sample Sample 
Villa 6.5 12.7 30.1 13.1 
Flat 27.5 13.7 30.1 22.0 
Traditional 19.5 9.9 12.0 14.1 
House 
Modern House 46.5 63.7 22.7 50.7 
100.0 100.0 100.0 100.0 
N 200 212 83 495 
r 
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seen from Table (9.8), almost everyone owns a television, a radio, and 
a refrigerator. Also, 89% percent own washing machine. More than 70% 
own cars, and more than 60% have modern furniture. Moreover, about 40% 
of the sample possess a telephone and a video disc player. More than 
20% of the sample own a separate freezer and a vacuum cleaner. The 
lowest frequency went to the ownership of items such as air 
conditioning, bicycle and motorcycle. When we compare the three 
industries, we find that people in the academy are generally better off 
than those in the school sample and in the factory in terms of 
ownership of durable goods. It seems that there is strong relationship 
between the ownership of durable goods and the level of income (see: 
Table 5, Appendix A). 
Nevertheless, the findings of Table (9.8) indicate the rapid 
distribution of imported industrial goods in Libyan society, thanks to 
the oil revenues and the recent great development in technology which 
has made cheap mass production possible. 
- Type of Transporta ion 
Distribution of the sample by the type of transportation to work, 
which is shown in Table (9.9). shows that the private car is the most 
popular means of transportation in Libya. 35% of the sample reported 
that they use their cars to go to work, 30% use the transportation 
which is offered by the firm, 25% of the sample walk to work, and 8% 
rely on the family's or friend's help to get them to work. When we 
compare the three industries, we find that the majority of the factory 
sample use the transportation of the firm while members of the school 
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Table (9.8) 
Percentaged Distribution of the Sample 
by ownership of Durable Goods 
(Respondents who own) 
Itein Factory School Academy Total 
Sample Sample Sample 
(200) - (212) (83) (495) 
Television 99.0 100.0 97.6 99.2 
Radio 97.5 97.6 97.6 97.6 
Refrigeration 99.5 100.0 97.6 99.4 
Vacuxn Cleaner 10.5 23.1 39.0 20.6 
Washing Machine 83.9 93.4 92.7 89.1 
Separate Freezer 20.6 27.0 50.0 28.2 
Tele-phcne 32.2 50.7 56.8 44.2 
Modern Furniture 53.8 69.8 75.6 64.3 
Video Disc 26.5 43.9 63.0 40.0 
Car 57.0 80.7 78.3 70.7 
Air Conditioning 8.5 10.4 31.7 13.2 
Bicycle 9.0 1.9 6.1 5.5 
Motorcycle 1.0 0.0 0.0 0.4 
Ir" 
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Table (9.9) 
Percentaged Distribution of the Sample 
by Type of Transportation 
Type of Factory School Academy Total 
Transportation Sample Sample Sample 
own Car 20.0 42.5 52.4 35.0 
Firm's Bus 71.5 9.8 30.6 
Walking 5.5 47.2 18.3 25.5 
other 3.0 10.4 19.5 8.9 
100.0 100.0 100.0 100.0 
N 200 212 82 494 
Missing observations 0 0 1 1 
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sample and the academy sample walk or drive their own cars to work. 
However, the large proportion of the factory sample reported to 
use the firm's transportation reflect the fact that only the factory 
offers transportation to all its workforce who wish to use it while the 
academy offers only very limited transportation and no transportation 
is offered by the schools. 
9. Socio-economic Background 
The purpose of this section is to describe the respondents' 
socio-economic background which is measured here by the father's level 
of education and the father's occupation. 
As can be seen from Table (9.10). more than 60% of the 
respondents were born to fathers employed in manual jobs whilst 35% of 
the respondents were born to fathers employed in non-manual jobs such 
as clerks, businessmen, and professionals. These findings are not 
surprising, given the economic background of the country where the 
majority of the population were making their living from agricultural 
related activities as well as from working as unskilled workers in 
construction and mining. When we compare the three industries, we do 
not find large differences except that the factory sample included more 
people whose fathers were employed in the working-class jobs than other 
two samples did, whilst the school sample and the academy sample 
included more people with non-manual background than the factory sample 
did. 
r 
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Table (9.10) 
Percentaged Distribution of the Sample 
by Father's occupation. 
Occupation Factory School Academy Total 
Sample Sample Sample 
Farmers 35.7 23.1 22.9 28.1 
Unskilled 38.2 29.7 26.5 32.6 
Skilled 5.5 0.5 7.2 3.6 
Business 9.0 10.4 15.7 10.7 
Clerks 7.5 27.8 22.9 18.8 
Professionals 4.0 8.5 4.8 6.1 
100.0 100.0 100.0 100.0 
N 199 212 83 494 
Missing observations 1 0 0 1 
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Table (9.11) shows that the majority of the respondents were born to 
illiterate fathers. When we compare the three industries, we find that 
the factory sample included many more people whose fathers were 
illiterate than the school sample and the academy sample. 
Although Libyan society has seen great structural mobility, there 
has been an indication of transmission between the father and his son 
or daughter. 
As can be seen from (Table 6. Appendix A), working class 
children were more likely to enter working class jobs whilst the 
children whose fathers were employed in non-manual jobs, were more 
likely to enter the professional and clerical jobs which sociology 
classifies as middle or upper class jobs. Moreover, there is a 
relationship between the father's educational status and his child's 
educational opportunity. The higher level of education the father has, 
the higher level of education is likely to achieve (see: Table 7, 
Appendix A ). However, we should expect that the family in Libyan 
society will continue to play a more qualified role in its children's 
education and, consequently, occupational choice and advancement given 
the increasing improvement in the parents' educational status as well 
as their general knowledge of occupations. 
10. Leisure Behaviour 
Today, in almost every society, there are daily or weekly hours as 
wellas yearly days for leisure. The aim of this section is to explore 11, 
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Table (9.11) 
Percentaged Distribution of the Sample 
by Father's Education 
Level of 
Biucation 
Illiterate 
Low level of 
Bducation 
Middle level of 
Bducation 
High level of 
Bducation 
N 
Missing Cbservations 
Factory School Academy Total 
Sample S&rrple Sample 
82.3 59.9 50.6 67.3 
13.6 22.6 34.9 21.1 
4.0 15.6 10.8 10.1 
0.0 1.9 3.6 1.4 
100.0 100.0 100.0 100.0 
198 212 83 493 
2 0 0 2 
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the leisure activities which 
^ 
the membqrs of the sample mostly do in 
their spare time and the way4theýiýralnnual vacations as well as to 
examine the possible links between the realm of leisure and work. 
All leisure activities (including sitting in a cafe, gossip, 
visiting relatives and friends, household chores, television and video 
disc films viewing, radio listening, reading, playing cards, going to 
the cinema, sports, specific recreational interests, etc. ) were 
aggregated into four main categories as is shown in Table (9.12). 
These categories are: relaxation, hobby or recreation, reading, and 
family home. As can be seen from Table (9.12). hobby or recreational 
interests and reading are the most common leisure activities among the 
sample. More than 16% of the respondents said to spend their spare 
time in family/home activities. Only a small percentage of the 
respondents said that they only relax in their spare time. When we 
compare the three industries, we find that more employees in the 
academy sample, who spend their spare time in reading, than in the 
school sample and the factory sample, while more employees in the 
factory sample, who just relax in their spare time, than in the school 
sample and in the academy sample. 
A cross tabulation of leisure activities by sex revealed that more 
men than women said to spend their spare time in reading and relaxation 
whilst more women than men said to spend their spare time in family and 
home activities, but hobby or recreational interests is common among 
both sexes (Table 8, Appendix A). On the other hand, relaxation and 
family or home related activities seem to attract the older people 
whilst hobby or recreational activities and reading seem to attract the 0, 
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Table (9-12) 
Percentaged Distribution of the Sample 
by Leisure Activity 
Activity Factory School Acadany Total 
Sample Sample Sample 
Relaxation 11.1 2.8 4.9 6.5 
Hobby or 52.5 62.7 45.7 55.8 
Recreation 
Reading 19.2 17.5 37.0 21.4 
Family/hane 17.2 17.0 12.3 16.3 
100.0 100.0 100.0 100.0 
N 198 212 81 491 
Missing observations 2 0 2 4 
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youngers (Table 9. Appendix A). While relaxation and family or home 
activities attract those with no or low education, reading is a common 
leisure activity among the educated employees (Table 10, Appendix A). 
There are also striking differences between occupations in terms 
of leisure activities. Professionals and clerks showed less interest 
in relaxation and tend to go for reading in their spare time. Unskilled 
and skilled workers tend to relax as they are tired after a day of hard 
work (Table 11, Appendix A). 
When asked how they usually spend their vacations, 59% of the 
sample answered that they just stay in their area of residence, 8% 
would travel inside the country, and 34% of the sample travel abroad. 
When we compare the three industries, we find that travelling is more 
common among the academic sample than among the school and the factory 
samples (Table 9.13). 
Generally, this section shows how the individual's leisure 
behaviour can be influenced by his, or her, socio-economic 
characteristics as well as by the occupational milieu. 
11. Yomen: Familyand Work 
The purpose of this section is to describe a number of issues 
which are related to the working women in Libya as a part of their 
socio-economic background which is expected to influence the 
relationship between women and their work. These issues will include 
child-care arrangements, the reconciliation of work and home, income 
228 
Table (9-13) 
Percentaged Distribution of the Sample 
by Location of Armual Vacation 
Location of Factory Scbcol Academy Total 
Annual Vacation Sample Sample Sample 
Stay in my city 55.8 68.1 38.7 58.5 
Travel within Ubya 9.5 3.8 13.3 7.6 
Travel abroad 34.7 28.1 48.0 33.9 
100.0 100.0 100.0 100.0 
N 199 210 75 484 
Missing Observations 1 2 8 11 
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control, drawbacks, father's employment status, husband's employment 
status. 
- Child-care Arrangements 
In traditional Libyan society where women worked purely within the 
domestic confines, there was no significant incompatibility between the 
roles of the working woman and that of the mother. With the advent of 
the era of the salary earning outside the home, new institutional 
arrangements within the context of the division of labour have become 
very necessary to take care of children when their mothers are at work. 
Children's day-care arrangements can be classified by whether or 
not the child care is done by professionals. Professional child care 
in Libya is relatively new and it is hardly found outside the big 
cities. Thus, the most common forms of child care are, of course, based 
on such traditional arrangements such as the dependency on relatives or 
neighbours for such service. 
Since the numbers are too small for useful comparisons to be made, 
we report here only the total of women with children less than six 
years old by child-care arrangements. 
As can be seen from Table (9.14). more than 80% of the working 
mothers with children under the school age, which is about six years 
old in Libya, are said to rely on relatives or neighbours to look after 
their children when they are working, and 15% of the working mothers 
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Table (9.14) 
Percentaged Distribution of Wmen with Children 
Less Than Six Years Old by Child-Care Arrangements 
Child-Care 
YO 
Arrangements 
NUrsery 2.6 
Relatives 82.0 
Take them along 15.4 
to the Wbtkplace 
N 
100.0 
39 
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with children under the school age are said to bring their children 
along to their place of work whilst only one of the working mothers 
with children under the school age is said to leave her children in 
nursery. It is obvious that if Libyan society wishes to see more and 
more women becoming economically active outside the home, more proper 
professional child-care arrangements should be developed and made 
available throughout the country. The idea of leaving the under school 
age children with a relative or a neighbour can be problematic 
specially when such a relative or neighbour is an ill and old woman who 
may be unable to look after herself. On the the other hand, bringing 
children to the place of work is not good for both the children and the 
work unless proper professional arrangement is provided at the 
workplace. I would not expect a mother, who is worried about her 
little child, would make a good teacher. 
- Household Duties 
As can be seen from Table (9.15) working women in Libya, as 
everywhere, must cope with the problem of reconciling family 
responsiblities with working obligations. It is also obvious that 
women's share in the family responsibilities is different from one duty 
to another. For example, woman's share in responsibilities such as 
ironing, caring for the children and cleaning is higher than in 
responsibilities such as shopping where women in Libyan society usually 
receive more help from the male members of the family. Other factors 
which may influence woman's share in the family responsibilities in 
Libyan society are marital status, age, area of residence, children and 
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their sex and age, family size, living with other relativesq etc. 
Perhaps the fundamental point here is that, as in many societiesq the 
disapproval of women accepting employment outside the home contributes 
negatively to the successful integration of home and work. 
- Personal Income 
Table (9.16) shows a percentaged distribution of the working women 
by who actually benefits from the income which they earn from work. 
The majority of the working women said they shared their income with 
others (fathers, brothers, husbands, etc), and 9% of them are even 
deprived completely of their income since it is completely taken by 
others (fathers, husbands, brothers, etc) whilst only 18% of the 
working women reported that they alone benefit from their earnings. 
When we compare the three industries, we do not find substantial 
differences except that women in the academy seem to have more control 
over their income than the women in the other two industries. However, 
the findings of the Table (9.16) suggest that the traditional 
assumption stating that girls in Libya are not expected to bring an 
economic contribution to their families' economy as is the case with 
sons, who are very much expected to bring direct economic benefit to 
their families, is no longer prevailing. It seems that with the advent 
of higher levels of economic development, rising expectations and 
aspirations have created a situation in which Libyan fathers and 
husbands accepted that they should depend on an additional source of 
income that a working daughter or wife could provide. Such a change in 
the woman's role should have far-reaching socio-economic implications 
rl 
in Libyan society (see: Shebani, 1983). 
-3, 
Table (9.16) 
Percentaged Distribution of Women 
by Personal Income Expenditure 
Incane Fact: ory School Acadany Total 
Expenditure Sample Sample Sample 
I spend it on 11.3 17.1 30.0 18.3 
myself only 
others (parents 7.0 12.0 0.0 8.7 
or husbands) take 
it only 
I take some of it 81.7 70.9 60.0 72.9 
and give the rest 
to my parents or 
husband. 
100.0 100.0 100.0 100.0 
N 70 115 29 214 
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- Drawbacks 
Women were asked about the drawbacks which might discourage them 
from working outside the home. As can be seen from Table (9.17). only 
22% of the women have experienced no drawbacks at all. The 
reconciliation of work and family (the dual career family) is the main 
problem which women reported to face. Male harassment at work is 
another drawback for the working women. The family's hostility to the 
employment of women outside the home is also reported to be among the 
most powerful deterrents at every social level. Nevertheless, the 
family's attitudes to working women are changing since more and more 
women are now working outside the home (see: Chapterý, Section, ýof this 
Volume). FinallY, the lack of facilities such as professional 
nurseries, transportation, etc. is another problem which many working 
women endure. When we compare the three industries, we find that the 
school sample has the lowest percentage of women who complained of male 
harassment at work. This goes with the most common convention that 
schools provide the most conservative atmosphere and this may be why 
many fathers prefer teaching than other jobs for their daughters. The 
academy sample has the highest percentage of women who complained of 
the problem of male harassment at work. 
- Father's Employment Status 
Table (9.18) shows a percentaged distribution of women by father's 
employment status. 62% of the women reported that their fathers are 
still working while 37% of the women reported that their fathers are 
1 
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Table (9.17) 
Percentaged Distribution of Women by Drawbacks 
Drawbacks Factory 
Sample 
None 28.2 
Fami ly attitudes 19.7 
Role Conflict 26. B 
Lack of facilities 1.4 
Iale harassment =. 9 
100.0 
School 
Samp Ie 
20.9 
7.8 
47. C-) 
19.1 
5.2. 
1 C-) 
ill-) 
Academy Total 
Sample 
-12 1.8 
12.0 
4 39. E3 
10.6 
-"*6.7 15.7 
10 C-). 0 100.0 
4 70 
237 
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not working because of retirement, illness, death, etc. When we 
compare the three industries, we find that many more women in the 
schools and in the academy samples than in the factory sample whose 
fathers are still working. This must be partly due to the fact that 
women in the factory are generally older than the women in the other 
two industries. 
- Husband's Employment Status 
As can be seen from Table (9.19) the majority of married women 
have working husbands, whilst 38% of the married women reported that 
their husbands were retired, ill, dead, etc. When we compare the three 
industries, we discover that only one third of the married women in the 
factory sample, and one of the four married women in the academy sample 
reported that their husbands were working whilst, all the married women 
in the school sample had working husbands. This is due to the age 
differences. 
- The Home-Centred Woman 
Despite the growing practice of women working outside the home, it 
seems that this is not yet well established in the minds of the 
majority of the Libyan working women as part of their expectations and 
aspirations in life. Tables (9.20 & 9.21) show percentaged 
distributions of the woman's answers to the following two questions [ 
If your family (fathers, brothers, husbands, etc. ) asked you to stop 
working outside the home, how would you react? and Do you think of r 
yourself primarily as: a housewife who has a job or a working woman who 
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Table (9.18) 
percentaged Distribution of 
by F-dtlier' s Em ployment Status 
Ernployment. Factory School Ar-adany Total 
Status Sample Sample Sample 
Wwking 36.2 77.0 65.5 62.1 
Not Wcrking 63.8 23.0 34.5 37.9 
100.0 100.0 100.0 100.0 
N 69 113 29 211 
1 
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Table (9.19) 
Percentaged Distribution of Married Wanen 
by Husband's Drrploymerit Status 
IDTiployatent Factory School Acaderny Total 
Status Sample Sample Sample 
Wbrking 33.3 100.0 (25-0) 62.0 
Not Wbrking 66.7 (75.0) 38.0 
100.0 100.0 (100.0) 100.0 
N 36 31 (4) 71 
rl-able (9.20) 
percentaged Distribution of Wmen 
by Caunitment to Wbrking 
Would you stop Factory School Academy Total 
working if you Sample Sample Sample 
asked to do so? 
Yes 44.3 13.3 16.2 
Maybe 50.0 87.1 76.7 73.6 
No 1.4 2.6 6.7 2.8 
Do not know 4.3 10.3 3.3 7.4 
100.0 100.0 100.0 100.0 
N 70 115 29 214 
I. 
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Table (9.21) 
Percentaged Distribution of Wnwn 
by Priority of Wbrk 
Do you think of Factory School Acadeny Total 
ycurself primarily Sample Sample Sample 
as: 
A housewife first 60.0 74.8 63.3 68.4 
and a working 
wcman second? 
A working wcman 31.4 11.3 23.3 19.5 
first and a 
housewife second? 
Do not knovP. 8.6 13.9 13.3 12.1 
100.0 100.0 100.0 100.0 
70 115 29 214 
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also runs a home? ] which were specifically designed to explore women's 
commitment to work. Only a small percentage of women seem to have high 
commitment to work whilst the majority of women seem to have no, or 
very low commitment to work. When we compare women in the three 
industries, we find that women in the academy tend to have more 
commitment to work than the women in the other two industries. 
r 
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Chapter 10 The Occupational Background of the Sample 
Introduction 
Following the analysis which we began in Chapter 9. we intend in 
this chapter to explore the occupational experience of the sample in 
the past and mainly in the present. The analysis will be purely 
descriptive. This should provide a useful insight into the prevailing 
orientations to work which will be investigated further in the next 
chapter. 
Although workers in each organisation are not homogeneous in 
occupation and grade, we will be, nevertheless, discussing results 
across the organisations because to some extent they will differ 
because of organisational differences. That is not only because the 
chief concern of this study is to learn as much as possible about the 
orientations towards work and the determinants of such orientations of 
the employees in different work organisations and in various positions 
in the Libyan occupational structure, but it is also because breaking 
down the data further would leave us with categories with too small 
numbers which would not be enough for useful comparisons to be made. 
2. The Past Occupational Experience of the 
The purpose of this section is to explore the past occupational 
experience of the sample. The number of jobs which the respondent had 
had before his, or her, present job and change of the place of work are 
' 
used here as indications of the previous work history of the sample. As 
can be seen from Table (10.1). less than one fifth of the sample had 
previous employment. Fourteen per cent of the respondents had had only 
one main job before their present jobs, and 30% of the respondents had 
had two main jobs before their current jobs whilst only 0.4 % of the 
respondents had had three main jobs before their present job. When we 
compare the three industries, we find that the school sample included 
fewer respondents, who had had past occupational experience, than the 
academy sample and the factory sample. As has been observed before, 
the school sample included younger people than the other two. Generally 
these results suggest a great employment stability although the 
majority of the sample were under 40 years old as we have already seen 
in Chapter 9 
Change of the place of work (whether within the same firm or from 
one firm to another) is another indication of the past work history of 
the sample. As can be seen from Table (10.2). less than half of the 
respondents reported that they have changed their place of work. When 
we compare the three industries, we find that the school sample 
included less respondents, who reported that they have changed their 
place of work, than the factory sample and the academy sample. 
The outstanding featurse of the information on the past 
occupational experience are the lack of mobility and a good proportion 
of the work force came straight from school. 
The First Previous Job 
r 
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Table (10.1) Percentaged Distribution of the Sample 
by the nLurber of Main icbs uhich Respondent 'has ever had 
Number of jobs Factory School Academy rAtal 
Sample Sample Sample 
job at Interview only 
job respondent has 
ever had 
1 main job 
main jcbs 
main icbs 
N 
Nurrber of Missing 
observations 
72.9 91.4 76.6 81.5 
21.1 8.6 15.6 14.8 
5.5 0.0 6.5 3.3 
0.5 0.0 1.3 0.4 
100.0 100.0 100.0 100.0 
199 210 
1 
77 489 
69 
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Table (10.2) 
Percentaged Distribution of the Sample by the Change of the 
Place of Work 
Have you ever changed Factory School AcadaTýy Total 
the place of your job? Sample Sample Sample 
Yes 44.4 34.4 47.6 40.7 
No 55.6 65.6 52.4 59.3 
100.0 100.0 100.0 100.0 
198 212 82 492 
Missing cbservations 203 
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Respondents were asked to list those jobs which they held for not 
less than six months before the job which they were holding during the 
fieldwork of this study. Since most of the respondents whohad had a 
job(s) before their present job had only one job, we decided to report 
only the first job which the respondent ever had before his or her job 
at the interview. As can be seen from Table (10.3). half of those 
respondents, who had had a job before their present job, had been 
working as unskilled manual workers or as farmers whilst the other half 
of them had worked mainly in clerical and professional jobs. 
Reasons for Leaving the First Previous Job 
Respondents were asked why they had left their previous first job 
in the hope that this might help to differentiate between those who 
made planned job moves to further their career, those moving because of 
non-career reasons, and those who had to change jobs for the sake of 
change. Table (10.4) provides a breakdown of the reasons offered by 
those respondents, who had changed their jobs, for leaving their first 
previous job. The most frequently mentioned reasons were money (47%). 
bad working conditions (11%). lack of interest (10%) and for the sake 
of change (8%). 
Job Change Decisions and Consistency 
The purpose of this section is to examine the issue of consistency 
in the values and reasons which respondents report as connected with 
job change decisions. It is not, however, our intention here to trace 
the pattern of job change decision-making for every job held but rather 
r 
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Table (10.3) 
Percentage Distribution of the Respondents with Past 
Occupational Experience by First Previous Job 
Occupations 
Farmers 27.2 
Unskilled Workers 22.8 
Skilled Workers 1.1 
Business 6.5 
Clerks 23.9 
Professionals 18.5 
100.0 
92 
2 148 
Table (10.4) 
Reasons for Leaving Previous First Jobs 
(in Percentage) 
Reasons 
Money Reasons 
Bad Working Conditions 
In a)nvenient Hours 
Lack of Promotion/Training 
Dislike People 
Unsuitable to my 
Lack of Interest 
For Change 
Work Finish 
Other 
N 
Miss Observations 
% 
47.1 
11.5 
3.4 
4.6 
1.1 
4.6 
10.3 
8.0 
3.4 
5.7 
100.0 
87 
5 
r 
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to compare such decision-making between two points in the employee's 
work experience. This might not be an ideal arrangement but it should 
still demonstrate the degree of consistency of values and reasons 
offered by respondents in relation to job changing decision-making. The 
important methodological point here is that testing such a degree of 
consistency requires us to follow the movement of a sub-sample of 
respondents from a job to another. 
However, the following discussion is based on the analysis of the 
relationship between the reasons for leaving a job (the first previous 
job) and the reasons for taking the present job offered by a sub-sample 
of respondents. As can be seen from Table (10.5). more than 95% of 
those respondents who left their first previous jobs for money reasons 
gave good pay as their reason for taking their present jobs. Six of 
the ten respondents who left their first previous jobs for bad working 
conditions gave good working conditions as their reason for accepting 
their present jobs. Three of the four respondents, who left their 
first previous jobs because they were unsuitable to their previous 
training or experience, took their present jobs for they are suitable 
to their previous experience. Finally, the only one respondent, who 
left his,, or her, first previous job for disliking workmates, took his, 
or her, present job for it offers good social contacts. 
It should be seen from the previous analysis of the relations 
between the reasons offered for leaving and accepting jobs that there 
is a relatively high degree of consistency in the values and reasons 
given for decisions made by respondents concerning job changing at a 
given and a subsequent time in their work experience. This also 
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suggests that the respondents are always exercising a real job choice 
when they change jobs and such exercise of job choice should not seem 
suprising given the situation of the labour market in Libya, though 
only a small number of respondents were included in this analysis 
3. Present Occupational Experience 
The purpose of this section is to describe a number of aspects of 
the present occupational experience of the sample. 
The Present Occupat on 
Since the general object of this study is the workforce in the 
modern economic sectors, the sample of this study included people from 
different occupations. The members of the sample are classified in 
terms of their occupations. The members of the sample are classified 
in terms of their occupations into four major occupational groups. 
These four occupational groups are: - 
1. Professional group which includes teachers, researchers, 
engineers and lab-experts. 
2. Clerks. 
Unskilled workers. 
4. Skilled workers. 
Table (10.6) provides a percentaged distribution of the smaple by 
the major occupational groups included in this study. More than half 
the respondents are professionals, one fifth of them are clerks, 17% of 
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Table (10-6) 
Percentaged Distributions of the Sample by Occupational 
Factory School Academy Total 
Sample Sample Sample 
Unskilled 38.7 0.0 8.4 17.0 
Skilled 
Clerks 
Professionals 
N 
Missing observations 
27.6 0.0 3.6 11.7 
28.1 4.2 41.0 20.0 
5.5 95.8 47.0 51.2 
100.0 100.0 100.0 100.0 
199 212 
1 
83 494 
01 
f. 
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the respondents are unskilled workers and 12% are skilled workers. 
When we compare the three industries, we find that the factory sample 
and the academy sample included clerks, professionals, skilled and 
unskilled workers, whilst the school sample included only clerks and 
professionals. 
Reasons for taking the Present Job 
Respondents were asked to give the main reason which made them 
take their present job. The reasons offered by respondents for taking 
the job at the time of interview (present job) cover a wide range of 
reasons, as is shown in Table (10.7). Reasons such as good pay, 
suitability of the job to previous education or training or experience, 
prospects of training, and contact with people were most frequently 
given by the respondents. There are, however, interesting differences 
between the three industries. The factory sample included more people 
who stated that good pay was their reason for taking the present job 
than the school sample and the academy sample. Reasons such as 
suitability of the job to previous experience and contact with people 
were given by more respondents in the school sample than the other two 
samples. Conversely the academy employees were among the most likely 
to give prospects of training as their reason for taking the present 
job. Prospects of promotion were mentioned by more people in the 
factory sample and in the academy sample than in the school sample, 
whilst the school employees were almost the only respondents to give 
convenient hours as their reason for taking the present job. 
The outstanding feature of the information on the reasons for 4- 
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Table (10.7) 
Percentaged Distribution Of the Swple by the_ReasOn fcr 
Taking present Job 
Reasons for Taking 
the Present Jcb 
Factory School 
Sample Sample 
Acadany Total 
Sample 
Good Pay 59. 5 
Wbrking conditions 4. 0 
Convenient hours 0. 5 
Prospects of pranotion 6. 5 
prospects of training 6. 5 
oontact with people 1. 0 
Near hane 1. 5 
suitability of the jcb 13. 5 
to previous education/ 
experience 
Nature of work, variety 4. 5 
interest 
Authority appointed in 1. 0 
it 
No alternative 1. 5 
100.0 
200 
8.0 26. 5 31. 9 
0.5 2. 4 2. 2 
8.5 0. 0 3. 8 
0.0 6. 0 3. 6 
9.4 22. 9 10. 5 
25.0 3. 6 11. 7 
7.1 6. 0 4. 6 
37.3 26. 5 25. 9 
0.9 2.4 2.6 
3.3 3.6 2.4 
0.0 0.0 0.6 
100.0 100.0 100.0 
212 83 495 
255 
taking the present job is that the members of the work force differ in 
terms of the rewards which they are seeking from work. 
OccupationalGrade 
I have already mentioned that all members of the work force in 
Libya are subjected to the same Occupational Structure. The 
occupational structure is made up from 16 grades where grade one is the 
lowest and grade 16 is the highest (see Figure 6.7'). For the purpose 
of analysis, members of the sample are classified here into five 
categories according to their occupational grades (Table 10.8). As can 
be seen from Table (10.8). 19% of the Sample were in the very low grade 
category which includes grade one to grade four. Thirty six percent of 
the sample were in the low grade category which includes grade 5 and 
grade 6. Twenty eight percent of the sample constituted the middle 
grade category which includes grades 7 and 8. Ten percent of the 
sample were in the high grade category which includes grades 9 and 10. 
Finally, 7% of the sample were in the very high grade category which 
includes grade 11 and above. When we compare the three industries, we 
find that the highest percentage (40%) of the factory sample were in 
the very low grade category and the highest percentage (51%) of the 
school sample were in the low grade category whilst the highest 
percentage (39%) of the academy sample were in the middle category. 
Morevover, the academy sample included considerably more respondents in 
the very high grade than the school sample and the factory sample. 
I have found that the individual's occupational grade is strongly 
determined by his or her educational qualifications (Table 12, Appendix 
r 
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Table (10.8) 
Percentaged Distribution of the Sample by occupational Grade 
Occupational Grade Factory School Academy Total 
Sample Sample Sample 
very low 
L40W 
Middle 
High 
Very High 
N 
40.5 0.5 16.9 19.4 
29.5 51.9 10.8 36.0 
16.0 33.5 39.8 27.5 
11. 0 9.9 8. 4 10.1 
3. 0 4.2 24. 1 7.1 
100.0 100.0 100.0 100.0 
200 212 83 495 
r 
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A). On the other hand, it is the occupational grade of the individual 
which defines his or her salary level , the higher the grade the higher 
the salary (Table 13, Appendix A). 
The Length of Present Job 
Further light can be thrown on the nature of the respondents' work 
experience by considering the length of the respondents' present job. 
Information on the length of present job is summarised in Table (10.9). 
About half of the respondents had a comparatively short period (5 years 
or less) in their present job. 25% of the respondents had a middle 
period (between 6 to 12 years) in their present job and the 
respondents, who had a long period (13 or more years) in their present 
job, constituted 24% of the total sample. When we compare the three 
industries, we find that the factory sample had a predominance of 
respondents who had 13 years or more in their present job whilst the 
school sample and especially, the academy sample had a predominance of 
respondents who had only a short period of experience in their present 
job. These differences in the length of present job are mainly due to 
the age differences. On the other hand, the large proportion of the 
academy sample with 5 years or less experience in the present job 
reflects the short history of research as a profession in Libya. 
Content of Work 
Jobs can be classified in terms of the type of content of work 
according to the degree of mechanization and automation of work 
processes or according to the level of creative opportunities which 
r 
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Table (10.9) 
. 
Percentaged Distributim of the Sample by the Length of Present 
Job 
Length Factory School Academy Total 
Sample Sample Sample 
Short 37.0 57.5 62.7 50.1 
Middle 22.5 31.6 16.9 25.5 
Long 40.5 10.8 20.5 24.4 
100.0 100.0 100.0 
N 200 212 83 
100.0 
, 4495 
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occupations lend to the occupants or according to the level of skill 
required. 
For the purpose of this study, taking into consideration these 
notions of classification of work according to its content, we 
dividedthe respondents in the present study according to the content of 
their work into 10 categories as is shown in Table (10.10). These 
categories are: 
1. Unskilled manual work without the use of machines or 
mechanisms, and sometimes is characterized by significant 
physical exertion (loaders, stokers, cleaners, porters, 
wheelbarrow pushers). Respondents whose type of work falls 
in this category constituted 6% of the sample. 
2. Production-line work with regulated rhythm. Respondents, 
whose type of work falls in this category, constituted 11% of 
the sample. 
Skilled manual work which requires technical training and 
skill level (mechanics of all types, electric technicians). 
Respondents, whose type of work falls in this category, 
constituted 5% of the sample. 
4. Mechanized work which requires some level of skill 
(machine operators). Respondents, whose type of work 
falls in this category, constituted 7% of the sample. 
5. Medium skilled workers who engaged in monitoring automatic 
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equipmen . Respondents, whose type of work falls into this 
category, constituted only 0.6% of the sample. 
6. Engineers who constituted 0.6% of the sample. 
7. Management (managers, supervisors, headmasters). Respondents, 
whose type of work falls into this category, constituted 5% of 
the sample. 
8. Clerical work. Respondents, whose type of work falls into 
this category constituted 17% of the sample. 
9. Research. Respondents, whose type of work falls into this 
category, constituted 8% of the sample. 
10. Teaching. Respondents, whose type of work falls into this 
category, constituted 41% of the sample. 
While the majority of the respondents in the factory sample were 
working as assembly-line workers, clerks, machine-tool operators, 
unskilled manual workers, and skilled manual workers, the school sample 
included only teachers and clerks, and the academy sample included 
mainly researchers, clerks and unskilled manual workers. 
Ranked Factors of Importance when Choosing a Job 
r 
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Table (10.10) 
Percentaged Distribution of the Sample by the Content of Wbrk 
Factory school Acaderny Total 
Sample Sample Sample Sample 
Unskilled manual labour 11.0 0.0 8.5 5. 9 
Production-line labour 26.5 0. 0 0.0 10. 7 
Skilled manual labour 11.0 0. 0 0.0 4. 5 
Machine-tool operators 15.5 0. 0 3.7 6. 9 
Autanatic machine 
cperators 0.5 0. 0 1.2 0. 6 
Erxgineering 1.0 0. 0 1.2 0. 6 
ManagEment 9.0 0. 0 9.8 5. 3 
Clerical 23.5 3. 8 35.4 17. 0 
Research 2.0 0. 0 40.2 7. 5 
Teaching 0.0 96. 2 0.0 41. 3 
100.0 100. 0 100.0 100. 0 
N 200 212 82 494 
Missing Cbservations 0 0 1 1 
r 
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Each of the respondents was asked to rate the importance of a 
given set of job characteristics. The results of this question are 
shown in Table (10.11). It clearly shows that good pay, friendly 
workmates, and interesting work were the most frequently mentioned 
aspects accounting for 76% of all first most important choice. Aspects 
such as good working conditions, good pay, interesting work, convenient 
hours, friendly workmates, and promotion or training opportunities 
accounted for more than 80% of all second most important choice. 84% 
of the sample chose items such as good working conditions, convenient 
hours, good pay, near home, promotion or training opportunities and 
suitability of work to the previous training or experience as their 
third most important choice. When we compare three industries, we find 
that good pay was most frequently mentioned by the factory sample and 
by the academy sample as the most important aspect of a job whilst 
friendly workmates was most frequently mentioned by the school sample. 
Items such as good working conditions, promotion or training 
opportunities and convenient hours were rated by the factory sample as 
the second most important aspect of a job whilst good pay, good working 
conditions, friendly workmates, and interesting work were rated by the 
school sample as the second most important aspect of a job and items 
such as good working conditions, friendly workmates and interesting 
work were rated by the academy sample as the second most important 
aspect of a job. Items such as good pay, good working conditions, 
convenient hours, and promotion/training were rated by the factory 
sample as the third most important aspect of a job whilst the school 
sample rated items such as good working conditions, good pay and 
convenient hours as the third most important aspect of a job and the 
academy sample rated items such as good working conditions, near home, 
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opportunities for promotion or training and good pay as the third most 
important aspect of a job. This initial analysis suggests that the 
respondents do tend to emphasise the importance of different aspects 
when choosing work. 
Best Aspects of the Job 
Let us now explore what the respondents saw their present jobs 
providing. Table (10.12) presents the aspects which respondents like 
most about their present jobs. 31% of the sample considered good pay 
as the aspect which they like most about their present jobs. Nature of 
work, variety and interest was mentioned by 26% of the sample, whilst 
13% of the sample regarded promotion/training as the aspect which they 
like most. 12% of the respondents mentioned friendly workmates; 
working conditions and convenient hours were seen by 7% and 8%. 
respectively, of the sample as the aspect which they like most about 
their present job. When we compare the three industries, we find that 
while 34% of the school sample and 30% of the academy sample considered 
nature of work, variety and interest as the aspect which they like most 
about their present job, only 16% of the factory sample did so. On the 
other hand, good pay was considered by 39% of the factory sample as the 
aspect which they like most about their present job whilst 26% of the 
school sample and 23% of the academy did so. 
Job Interest 
Respondents were asked to rate their jobs on a scale ranging from 
extremely interesting to completely dull and monotonous. The results r 
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Table (10 - 12) 
Percentaged Distribut ion of the Sample b y the Best 
of the job 
Aspect Factory School Academy Total 
Sample Sample Sample 
Good pay 39.2 25.6 22.9 30.6 
Working conditions 12.6 1.9 4.8 6.7 
Convenient hours 4.5 13.3 1.2 7.7 
Pranotion. /trai-ning 15.1 8.1 22.9 13.4 
Friendly workmates 6.0 15.2 18.1 12.0 
Nature of work, variety 
and interest 16.1 33.6 30.1 26.0 
Everything 1.5 0.9 0.0 1.0 
None 5.0 1.4 0.0 2.6 
100.0 100.0 100.0 100.0 
N 199 211 83 493 
Missing observations 1 1 0 2 
I" 
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are summarised in Table (10.13). 
As can be seen from Table (10.13). two thirds of the respondents 
find their present job generally interesting while about one third of 
the respondents find their present job mostly or completely dull and 
monotonous. When we compare the three industries, we find that the 
majority of the respondents in the school sample and in the academy 
sample find their work mostly or completely interesting whilst only one 
third of the factory sample find their work mostly or completely 
interesting. 
Physical Fatigue 
Respondents were asked if they found their jobs physically tiring. 
As can be seen from Table (10.14). about half of the respondents found 
their present job physically tiring while about the other half did not. 
When we compare the three industries, we find, not surprisingly, that 
the factory sample included more employees, who found their job 
physically tiring than the school sample and the academy sample. 
Job Satisfaction 
it 
If the work role is a particularly important source of identity, a 
crucial criterion by which people are judged and by which they judge 
themselves, job satisfaction is a useful indicator of the overall 
quality of one's work experience in particular and in life in general. 
As can be seen from Table (10.15). 79% of the respondents said to be 
satisfied with their present jobs. Only 12% of the respondents were r 
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Table (10-13) 
Percentaged Distribution of the sanple by Interest of the job 
Interest of the job Factory Schoc)l AcadexT Total 
Sample Sample Sample 
Interesting all the 
time 
Interesting most of 
the time - sane dull 
stretches 
Mostly dull and 
rrKxx)tonous 
Canpletely dull and 
morx: ýtonous 
N 
Missing observations 
19.1 35.5 25.6 27.2 
16.6 54.5 45.1 37.6 
23.6 6.2 12.2 14.3 
40.8 3.8 17.1 20.9 
100.0 100.0 100.0 100.0 
199 211 
11 
82 492 
1 
r 
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Table (10 - 14) 
Percentaged Distribution of the sample by Hardness of Wbrk 
Does your present jcb 
leave you too tired at Factory School Academy Total 
the end of the day? Sample Sample Sample 
Yes 
No 
Don't know 
N 
Mlss. ing Observations 
'6688 .3 40.7 28.9 49.9 
31.7 58.9 71.1 49.9 
0.0 0.5 0.0 0.2 
100.0 100.0 100.0 100.0 
199 209 
1 
83 491 
04 
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not satisfied with their present jobs. When we compare industries, we 
find that 23% of the factory sample were not satisfied with their jobs 
whilst only 3% of the academy sample and 4% of the school sample were 
not satisfied with their present jobs. 
Attitudes to Promotion 
Promotion means here the employee's movement to a higher grade on 
the grading scale (Figure 6.7) or to a higher occupational position 
(for example from a clerk to a head of department) or both. Since 
occupational grade defines the employee's salary and to certain extent 
his or her relative power in the organisational structure, promotion 
may mean only more money for the employee or it may mean more 
participation and occupational advancement (in other words more power) 
or it may mean both. Accordingly, to differentiate between the 
respondents on the matter of promotion, we did not only ask them if 
they would like promotion, but we also asked those respondents who said 
that they would like promotion to give us their main reason for liking 
promotion. 
Respondents were asked whether they would like promotion/further 
promotion. As can be seen from Table (10.16). more than 90% of the 
sample would like promotion. There appears to be little difference 
between the three sub-samples although the school sample included more 
respondents who would not like promotion than the academy sample and 
the factory sample. 
The reasons offered by respondents who said that they would like 
r 
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Table (10.15) 
Percentaged Distribution of the Sample by icb_Satisfacticn 
Statement Factory School Academy Total 
Sample Sample Sample 
Very satisfied 40.0 37.7 28.9 37.2 
Fairly satisfied 32.0 48.1 51.8 42.2 
Neither satisfied nor 
dissatisfied 5. 0 9.9 15.7 8.9 
Dissatisfied 12. 5 1.4 2.4 6.1 
Very dissatisfied 10. 5 2.8 1.2 5.7 
100. 0 100.0 100.0 100.0 
N 200 212 83 495 
r 
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Table (10-16) 
percentaged Distribution of the Sample_by likirxg Pramoticn 
Wbuld you like to be Factory School Academy Total 
pranoted? Sample Sample Sample 
Yes 98.5 88.9 95.1 93.9 
No 1.5 11.1 4.9 6.1 
100.0 100.0 100.0 100.0 
199 208 82 489 
Missing observations 14 
272 
promotion, are summarised in Table (10.17). Money was mentioned by 68% 
of those respondents for liking promotion whilst participation and 
occupa iona advancement was mentioned by 31% as their reason for 
liking promotion. Among the factory sample and the school sample, the 
most frequently given reason for liking promotion was money, whilst 
more than half of the academy sample mentioned participation and 
occupational advancement. 
Respondents were also asked whether they felt that they could be 
promoted. The results are summarised in Table (10.18). 43% of the 
sample said that they could be promoted, 11% of the sample felt that 
they could not be promoted whilst 44% of the sample did not know. It 
seems that teachers are less sure if they could be promoted or not This 
might be due to the fact that the promotion decision is normally taken 
within the academy and the factory while the decision to promote 
teachers is usually taken in the Department of Education. Therefore 
the employees in the academy and in the factory are expected to have 
direct access to the process of promotion and they can sometimes 
influence the process to some extent although the decision of promotion 
is completely a matter of the management. 
Commitment to Working 
To explore the extent of the commitment which the respondents have 
to working, respondents were asked a hypothetical question: (as first 
asked by Mores and Weiss 1955) 
If you inherited or won a large sum of money, would you still work 
r 
Table (10 - 17) 
percentaged Distribution of ReSPOndents bY ReasOn fOr liking 
Prcmoticn 
Reasons Factory School Academy Total 
Sample Sample Sample 
For more money 
For more participation 
and occupational 
advancement 
N 
70.4 75.9 48.7 68.7 
29.6 24.1 51.3 31.3 
100.0 100.0 100.0 100.0 
196 
Missing Cbservations 
170 78 444 
15 0 15 
r 
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rrable (10 - 18) 
Percentaged Distribution of the Sample by whether th2y could be 
Oc)uld you be pranoted/ Factory School Acadeny Total 
further prmotion? Sample Sample Sample 
Yes 
No 
Don't know 
N 
Missing Observations 
58.0 28.6 47.6 43.7 
11.5 11.9 9.8 11. 4 
30.5 59.5 42.7 44. 9 
100.0 100.0 100.0 100.0 
200 210 
02 
82 492 
1 
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or not? 
Although the answer to such question might not be enough to 
predict how people would behave if they inherited or won a large sum of 
money, it does help to differentiate between those who have a 
commitment to work and those with low commitment to work. 
As can be seen from Table (10.19). 72% of the respondents seem to 
be very committed to working while 21% of the respondents did not have 
a commitment to work and 6% of the respondents were not sure although 
their 'Don't know answer does not indicate that they have a high 
commitment to work. It seems that the school sample included more 
respondents who have a low commitment to work, than the factory sample 
and the academy sample. This might be due to the high proportion of 
women in the school sample, since women are still expected to be less 
committed to working than men for a number of reasons, including their 
dual commitment to work and home. 
The reasons offered by the respondents who would still work even 
if they inherited or won a large sum of money are summarised in Table 
(10.20). 60% of them said that they would still work for the sake of 
job itself, and 221.1 of them said that they would still work for social 
contacts, whilst 16% of them said that they would still work for more 
money. When we compare the three industries, we find a substantial 
difference. Among the factory sample the most frequently mentioned 
reasons were the job itself, money and social contacts while the most 
frequently mentioned reasons among the school sample and the academy 
sample were the job itself and social contacts. 
ýr 
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Table (10.19) 
percentaged DistributiOn Of the Sample by whether they would still 
work if they inherited a large sum of 
yes 
NO 
Don't know 
N 
Factory School AcadEmy Total 
Sample Sample Sample 
77.0 67.0 74.7 72.3 
21.5 23.1 18.1 21.6 
1.5 9.9 7.2 6.1 
10000 100.0 100.0 100.0 
200 212 83 495 
277 
Table (10.20) 
Percentaged Distribution of the Respondents who would still wcrk 
if they inherited a large sum of money by reason 
Reasons Factory School Acadeny Total 
Sample Sample Sample 
For more money 
For the jcb itself 
30.1 8.2 
45.1 73.1 
1.6 16.7 
73.8 60.9 
Fbr social contacts 24.8 18.7 
N 
24.6 22.4 
100.0 100.0 100.0 100.0 
153 
Missing cbservations 1 
134 61 348 
10 
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Respondents differed considerably in terms of the aspects of the 
job which they would most miss if they had to stop working. As can be 
seen from Table (10.21), 52% of the respondents said that they would 
miss money, 37% of the respondents would miss the job itself . and 7% of 
the respondents would miss the workmates, whilst 4% of the respondents 
would miss nothing if they stopped working. It seems that there is 
significant differences in this respect between the three sub-samples. 
Money was mentioned by the majority of the factory sample, and money 
and the job itself were mentioned by about the same proportion (45% and 
43% respectively) of the respondents in the school sample whilst the 
job itself was the most mentioned aspect by the respondents in the 
academy sample. Workmates would be missed by 9% of the school sample, 
by 10% of the academy sample, and by only 3% of the factory sample. 
Desire for a Change 
Respondents were asked next if they were thinking of changing 
their job. The purpose of this question was to explore the extent to 
which aspirations had already been met. As can be seen from Table 
(10.22), only 8% of the respondents were thinking of changing their 
jobs whilst 86% of the respondents were not and 6% of the respondents 
said that they did not know. There appears to be no substantial 
difference in this respect between the three industries except that the 
factory included more people who were thinking of changing their job 
than the school sample and the academy sample and the academy sample 
included more people who were not sure. 
I 
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Table (10-21) 
+Percentaged Distribution of the Sample by what they would miss most if 
they had to stop 
Aspects Factory School Acade-ny Tota-1 
Sample S&nple Sample 
Money 65.8 45.3 38.6 52.4 
icb Itself 27.1 42.5 47.0 37.0 
Workmates 
Nothing 
N 
Missing observations 
3.0 9. 4 9.6 6.9 
4.0 2. 8 4.8 3.6 
100.0 100.0 100.0 100.0 
199 212 
1 
83 494 
01 
r 
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Table (10.22) 
Percentaged Distribution of the Sample by the Possible Change of 
job 
Are you thinking of Factory School Academy Total 
changing your job? Sample Sarrrple Sample 
Yes 
No 
Don't know 
N 
Missing cbservation 
12.1 4.3 
84.4 90.5 
3.5 5.2 
6.0 7.7 
78.3 86.0 
15.7 6.3 
100.0 100.0 100.0 100.0 
199 211 
1 1 
83 493 
02 
f, 
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Reasons given by those respondents who elected to change their 
jobs are summarised in Table (10.23). Money and interesting work were 
the most frequently mentioned reasons for the possible change of the 
present job. 
In view of the answers on job satisfaction the number wishing to 
change jobs should not seem suprising, although such a causal 
relationship between changing job and job satisfaction is not 
necessarily always true. 
Training and the desire for more tr 
Respondents were asked whether they had been trained at the 
expense of their present firms. As can be seen from Table (10.24). 
only 20% of the respondents had been trained. 31% of the factory 
sample and 28% of the academy sample had been trained while only 6% of 
the school sample enjoyed such opportunity. This might be because 
teachers are originally qualified for their job, since only those 
graduates from teachers' training institutions or from universities can 
be employed as teachers. 
However, in view of the importance of training in the country's 
manpower policy as a part of its socio-economic plans for development 
(Al azabi and Al mir, 1981), the low percentage of respondents who had 
been trained may seem suprising, especially in a country which still 
depends heavily on the international labour market to meet its needs 
for the skilled labour. 
r 
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Table (10-23) 
Percentaged Distribution of the Members of the Sample, 
who think of changingtheir jcb, by Reasons for the Possible 
Change of Job 
Reasons 
For better pay 35.1 
For better working 
conditions 10.8 
For more convenient 
hours 5.4 
For better chance of 
prcmation 13.5 
To do more interesting 
job 35.1 
N 
100.0 
37 
Missing observation 1 
r 
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Table (10-24) 
Percentaged Distribution Of the sample by training received 
in-firm 
Yes 
No 
N 
Factory Scbool 
Sample Sample 
Academy General 
Sample Sample 
30.5 5.7 27.7 19.5 
69.5 94.3 72.3 80.5 
100.0 100.0 100.0 100.0 
200 212 83 495 
r 
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Respondents were also asked if they would like to have more 
training in their present jobs. The results are summarised in Table 
(10.25). 67% of the sample would like to have more training in their 
present job whilst 33% of the sample would not. When we compare the 
three industries, we find that among the academy sample 81% of the 
respondents wished to have an opportunity for more training in their 
present job, compared with 67% of the school sample and 61% of the 
factory sample. The relatively high percentage of the sample who would 
like to have more training in their present job may not seem surprising 
since the majority of the respondents, as we have already seen, were 
relatively young people who seem to aspire to a better future, although 
their motivations might be different. On the other hand, the high 
percentage of the academy sample who aspire to more training is very 
understandable, not only because the majority of the workforce of the 
academy are educated and highly motivated, but also because the nature 
of their work or of the work environment demands that they seek more 
training in order to achieve their career and non-career aspirations. 
4. Employee and the Firm 
The purpose of this section is to explore the relationship between 
the employee and the firm with regard to a number of issues such as the 
reason for working for the present firm, commitment to the firm, and 
perceptions of management and trade union. 
Reasons for Working__for the Present Firm 
Respondents were asked why they had chosen to work for their 
285 
Table (10.25) 
Percentaged Distribution of the Sample by the Desire for more 
trainyq in the Present occupati 
Would you like to 
bave more training 
in your present 
occupation? 
yes 
No 
N 
Missing Cbservatioris 
Factory School Academy Total 
Sample Sample Sample 
61.0 67.3 
39.0 32.7 
100.0 100.0 
81.9 67.2 
18.1 32.8 
100.0 100.0 
200 208 83 491 
0404 
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particular firm (school, factory, academy), to help in identifying 
their orientations towards work. 
As can be seen from Table (10.26), a location near home, good 
working conditions, promotion or training prospects, good pay, friendly 
workmates, and suitability of work to previous training or experience 
were mentioned most frequently. 
The outstanding feature of the information on what made the 
respondents work for their present firms is that Libyans tend to differ 
in terms of their views of work. 
Commitment to the Firm 
Respondents were asked a number of questions in order to reveal 
the extent to which they had become involved in the firm, beyond the 
level of their work role. This dimension was designed to help 
differentiate between those who were involved beyond the demands of the 
work role, indicating high commitment and associated with a career 
orientation to work and those who were not involved with the firm 
beyond the demands of the work role, indicating low commitment and more 
likely to be associated with an instrumental or social orientation to 
work. Taking work home, working voluntarily, and length of service - 
although length of service is also associated with other factors such 
as age - will be taken as relative measures of involvement with the 
f irm. 
Whether Respondents took Work Home 
287 
Table (10 - 26) 
Perceptaged Distribution of the Sample by Reason fbr 
Working fbr the Present Firm 
Reasons Factory School Academy Total 
Sample Sample Sample 
Good Pay 19.1 0.9 11.4 10.0 
Friendly workmates 5.5 9.4 10.1 8.0 
Near hame 20.6 48.1 20.3 32.4 
Good working conditions 21.1 6.1 15.2 13.7 
Prcmcytion/Training 17.1 0.0 20.3 10.2 
Good Management 0.5 0.5 0.0 0.4 
Convernent. hours 1.0 0.5 1.3 0.8 
It offers me 
transportation 6.5 0.0 1.3 2.9 
Previous experience 0.0 11.3 16.5 7.6 
other 8.5 23.1 3.8 14.0 
100.0 100.0 100.0 100.0 
199 212 79 490 
Missing observat-ions 14 
c 
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Respondents were asked whether they took work home to 
differentiate between those with high commitment to the firm who would 
take work home and those with low commitment who would not. 
As can be seen from Table (10.27). 44% of the respondents said 
that they took work home. There appear to be marked differences 
between the three industries. 79% of the respondents in the school 
sample, and 51% of the respondents in the academy sample said that they 
took work home whilst only 5% of the respondents in the factory sample 
took work home. To a considerable extent this must be simply due to 
differences in technology. 
Working Overtime Voluntarily 
Respondents were also asked if they had worked overtime 
voluntarily (voluntarily means here working overtime without pay) to 
explore their commitment to their firms. As can be seen from Table 
(10.28), 28% of the respondents said that they worked overtime 
voluntarily while 71% of the respondents said that they did not work 
overtime voluntarily. When we compare the three industries, we find 
that employees in the academy and in schools are more likely to work 
overtime voluntarily than the employees in the factory. 
Working overtime voluntarily is an indication of high commitment 
to both work and firm and is very likely to be associated with career 
orientation to work whilst not working indicating low commitment and 
calculative involvement with the firm. As a mature member of Libyan 
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Table (10-27) 
Percentaged Distribution of the sample by whether Respondents 
Took Wbrk Hcme 
Taking work hane Factory School Academy Total 
Sample Sample Sample 
yes 5.0 79.3 51.8 44.5 
No 95.0 20.7 48.2 55.5 
100.0 100.0 100.0 100.0 
199 208 83 490 
Missing cbservations 1 
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Table (10.28) 
Percentaged Distribution of the Sample by Working_Overtime 
Voluntaril 
Factory School Academy Total 
Sample Sample Sample 
Yes 21.5 30.8 41.0 28.7 
No 78.5 69.2 59.0 71.3 
100.0 100.0 100.0 100.0 
200 208 83 491 
Missing Cbservations 040 
291 
society, the researcher is aware of the persisting efforts to encourage 
people to devote voluntarily more time and effort to their work, but 
the results here show that the response is still too far from 
satisfactory. 
Length of Service 
We would like to consider the length of service with the present 
firm of the various employees. As can be seen from Table (10.29). more 
than the half of the respondents had been working at their present 
firms for less than 6 years and 18% of the respondents had been working 
for their present firms between 6 and 10 Years. While the school 
sample and the academy sample are almost identical in the pattern of 
length of service, the factory sample is in complete contrast to the 
other two sub-samples. 45% of the respondents in the factory sample 
had been working for 11 years or more at the factory while only 9% of 
the school sample and only 8% of the academy sample had such length of 
service at their present firms. On the other hand, 70% of each of the 
school and the academy sample had less than 6 years service at their 
present firms whilst only 40% of the factory sample had such length of 
service at the factory. However, length of service is connected with 
age, the older the longer service (See: Table 14, Appendix A). On the 
other hand, these results reflect the fact that among the three firms 
(factory, schools, academy), the factory is the oldest. Thus, it 
should not be suprising when we found many employees had a long period 
of service with the factory which provided them with jobs during the 
fifties when the economic conditions were bad and the family 
responsibilities were heavy given the fact that many had dependent 
r 
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Table (10-29) 
Percentaged Distribution of the sample by length of service 
with present firm 
Iongth of Service Factory School AcadEfny Total 
Sample Sample Sample 
1- years 
10 years 
11 years and over 
N 
40.0 70.0 70.0 57.9 
14. 5 20.5 21. 3 18. 2 
45. 5 9.5 8. 8 23. 9 
100.0 100.0 100.0 100.0 
200 
Missing Cbservations 
210 so 490 
235 
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children at that difficult time. 
Perceptions of Management 
In this Section, we would like to explore the respondents' 
attitudes to the management of their firms. Each respondent was. asked 
whether he or she agreed with a series of statements relating to 
management. As can be seen from Table (10.30), more than 60% of the 
respondents considered that management had a difficult job to do. There 
appears to be no marked differences between the three industries in 
this respect. 
Table (10.30) also shows that the respondents were reluctant to 
suggest that the managers were paid too much. Of interest here is the 
large number of respondents who answered 'don't know. ' This might be 
an indication of the social and physical distance between the higher 
levels of administration and the other members of the workforce. 
Moreover,, more than 50% of the respondents tended, as table 
(10.30) shows, to agree that the management were genuinely interested 
in the well-being of the employees. While 62% of the factory sample 
and 61% of the school sample agreed that the management were genuinely 
interested in the well-being of the employees, less than 40% of the 
academy sample agreed with that statement. However, the high number of 
respondents who answered 'don't know' gives substantiation to the 
previous speculation of the social and physical distance between the 
higher levels of administration and the rest of the workforce. 
r 
294 
Table (10-30) 
Percentaged Distribution of the Sample by PerceptiorLs of Management 
Factory School Academy Total 
Sample Sample Sample 
Management had difficult jcb 
Agree 63.3 58.5 56.8 60.3 
Disagree 12.1 12.2 16.0 12.8 
Don't know 24.6 29.3 27.2 26.9 
100.0 100.0 100.0 100.0 
N 199 188 81 468 
Missing observations 1 24 2 27 
Managers are paid too much 
Agree 9.0 1.1 12.2 6.4 
Disagree 22.0 39.8 23.8 29.3 
Don't know 69.0 59.1 64.6 64.3 
100.0 100.0 100.0 100.0 
N 200 186 82 468 
Missing observations 0 26 1 27 
Management are genuinely 
interested in the well-being 
of the employees 
Agree 62.0 61.0 35.4 56.9 
Disagree 16.5 9.6 25.6 15.4 
Don't know 21.5 29.4 39.0 27.7 
100.0 100.0 100.0 100.0 
N 200 187 82 469 
missing observations 0 25 1 26 
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Trade Union 
Historically trade unions were, as we have already seen in Chapter 
6 of this volume, developed by workers to give substance to the 
unifying feature of their work situation. They are based on common 
interests, and their strength is dependent on how members perceive 
their situation. 
Respondents were asked whether they had ever attended the trade 
union meetings. As can be seen from Table (10.31). 48% of the 
respondents reported that they had. There appears to be a marked 
difference between the three sub-samples. 66% of the respondents in the 
factory sample had attended trade union meetings whilst 39% of the 
school sample, and only 27% of the academy sample who had done so. The 
high number of respondents in the factory sample said that they had 
attended trade union meetings might be due to the strong existence of 
trade union and to the high number of unskilled and skilled workers in 
the factory sample given the fact that such category of employees are 
always more tied to the trade unions than the professionals and clerks. 
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Table (10 - 31) 
PerceRtaged Distribution of the Sample by Attendance of Trade 
Union Meetings 
Factory School Academy Total 
Sample Sample Sample 
Yes 66.7 39.0 27.2 48.3 
NO 33.3 61.0 72.8 51.7 
100.0 100.0 100.0 100.0 
198 210 81 489 
Missing cbservations 226 
r 
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Chapter 
Introduction 
Orientations towards Work: Types and Determinants 
The literature on the relationship between the individual and his 
work, discussed in detail in Chapter. Q. suggested that an individual 
might develop a single and distinctive orientation towards his work: 
instrumental career or social. It was from this earlier view that the 
initial assumptions and expectations on orientations towards work 
explored in this chapter are mainly derived. It was argued in the 
discussion of the research programme of this study (Chapter 3) that 
people now in Libya differ in terms of their orientations towards work. 
It was argued that men will tend to adopt an instrumental or career 
orientation and women are more likely to display an instrumental or 
social orientation. It was also expected that the higher the education 
the more likely an individual is to adopt a career orientation and the 
lower the education the more likely an individual is to adopt an 
instrumental or social orientation. It was argued that younger people 
are more likely to adopt a career orientation and older people are more 
likely to adopt an instrumental orientation. Individuals who occupy 
the higher occupational grades are expected to have a career 
orientation and those in the lower occupational grades are expected to 
demonstrate an instrumental orientation or social orientation. 
Finally, it was assumed that those with family commitments are expected 
to adopt an instrumental or social orientation while those without 
family commitments will tend to have a career orientation. 
In this chapter, we will first describe the respondent's 
r 
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orientations towards work, and then we will try to identify the factors 
which are likely to influence these orientations. 
2. Orientations towards Work 
In the preceding chapter, we have described in detail some of the 
objective and subjective features of the respondent's work experience. 
Our purpose here is to descibe the respondents' orientations towards 
work. To do this, respondents' answers to those questions relating to 
priorities when choosing, changing or leaving work, the nature of their 
involvement with the job, their commitment to working, their 
involvement with the work group, and their commitment to the work 
organization were combined to create one single variable called-type of 
orientation towards work. We first classified answers to each of the 
questioned mentioned into career, instrumental and social. We then 
cross-tabulated the several items; from which it emerged that people 
were fairly consistent in their answers. The analysis revealed that 
there are four distinct orientations towards work. These four 
orientations are instrumental orientation, where work is seen as a 
means to a material end; career orientation, where work is seen as 
providing intrinsic meaning; social orientation, where work is seen as 
a provider of social contacts; and instrumental social orientation, 
where work is seen as providing both material rewards and social 
contacts. 
As can be seen from Table (11.1). 39% of the respondents perceive 
work in instrumental terms. Respondents in this category tend to 
emphasise the importance of extrinsic rewards - such as good pay and 
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working conditions - from work. They tend to have a low commitment to 
the firm and to working as well. They have a calculative involvement 
with the firm. Taking work home is not a common practice among this 
group. Likes about the job are mainly focused on extrinsic aspects 
such as good pay and working conditions. Respondents in this category 
do not find their work particularly interesting. They tend to like 
promotion only because it brings more money only. Finally, respondents 
with an instrumental orientation towards work tend to place low 
emphasis on social relations at work. 
On the other hand, 31% of the respondents perceive their work in 
terms of a career. Respondents in this category tend to place emphasis 
on the intrinsic meaning of work. They mainly give voluntary reasons 
for leaving previous employment, and quite a high proportion of them 
place an emphasis on promotion and job prospects. Ranking factors of 
importance when choosing a job shows that emphasis is placed on factors 
associated with a career orientation and little importance to the 
factors associated with an instrumental or a social orientation. 
Respondents in this category are committed to the firm beyond the 
demands of the work role. They are more likely to work overtime and to 
take work home. They also have a very high degree of commitment to 
working. Likes about the job mainly focussed on intrinsic aspects. 
Respondents in this category tend to find their work much more 
interesting than the respondents classified in the other three 
categories, making involvement with the job easier. The majority of 
the respondents in this category want promotion for more participation 
in decision making and occupational advancement rather than for more 
moneY. 
t* 
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A further 8% of the respondents demonstrated a social orientation 
towards work. Respondents in this category tend to place emphasis on 
social contacts at work. The opportunity for such contacts was their 
main reason for job choice, job change and job taking. The nature of 
work is also important. Likes about the job mainly focused on contacts 
with people and hours to suit their needs. When ranking factors of 
importance when choosing a job, the respondents in this category place 
much emphasis on factors such as friendly workmates, understanding 
superiors, working near home, convenient hours, etc. Some of the 
respondents in this category find their work interesting and some of 
them take work home, partly a reflection of the nature of the work. 
Respondents in this category are less likely to work overtime to assist 
the firm. 
Lastly, 12% of the respondents view their work in 
instrumental/social terms. Respondents in this category tend to place 
emphasis on both the material rewards and the social contacts from 
work. Their choice of job and firm is influenced equally by extrinsic 
rewards such as good pay, working conditions, etc; and by the 
opportunity for contacts with people. Members of this group tend to 
have a low commitment to the firm and more than half of them have a low 
commitment to working. They do not find their work particularly 
interesting. Ranking factors when choosing a job shows that emphasis 
is placed on factors associated mainly with the instrumental 
orientation and social orientation and little importance to the factors 
associated with a career orientation. Likes about the job mainly 
focused on the extrinsic factors whether economic or social ones. 
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While 92% of the respondents fell clearly into one of the above 
categories in that their answers consistently emphasized one (or, in 
the last group, two) set of motives, 8% of the respondents gave answers 
across all three sets, and they could not be classified. 
However, we have already shown in (Chapter 10 Section 2) that 
there is a relatively high degree of consistency in the values and 
reasons which respondents report as connected with successive job 
decisions, though only sub-sample of the respondents was included in 
the analysis to demonstrate such degree of consistency. Moreover, the 
emergence of the instrumental/social orientation is an unpredictable 
finding of this study since we have originally expected to discover 
only three orientations: instrumental, career and social. A 
discriminant analysis was carried out in order to assess the relative 
importance of each of the factors are expected to influence the 
individual's orientation, that it is not appropriate to present the 
results here, but that the territorial map obtained by plotting all 
individuals in the space of the first two discriminant functions 
clearly shows that the instrumental/social group are between the 
instrumental group and the social group (Figure 11.2). 
We can conclude, therefore, that this research has generally 
confirmed our original expectation that people now in Libya differ in 
terms of their orientations towards work. There are individuals who 
perceive their work in terms of a career. There are individuals who 
adopt an instrumental orientation. There are individuals who have a 
social orientation. Finally, there are people who exhibit an f, 
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Table (11-1) 
Percentaged Distributim of the Sample by Type of OrientatiOn 
towards work 
Type of orientation % 
instrumental orientaticn 39.0 
Career orientation 31.6 
social orientation 8.3 
instrumental/social orientation 12.8 
Not clear 8.3 
100.0 
Askr% 
Missing cbservations 11 
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Figure (11.2) 
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instrumental/social orientation. 
When we compare the three industries included in this study in 
regard to the type of orientations towards work, we find, not 
suprisingly, that the factory sample included more people who perceive 
work in instrumental terms than the school sample and the academy 
sample; and the school sample included more people who show an 
instrumental/social orientation towards work. The academy sample 
included more people who perceive their work in terms of a career. 
This can easily be seen from Table (11.3). 
3. factors Influencing Orientations towards Work 
The aim of this section is to explore the relationship between 
type of orientation towards work and a number of factors which are 
likely to influence the individual's orientation. Variables such as 
sex, age, marital status, education, occupation, etc., will be included 
in the analysis. 
The technique of elaboration will be used to explore the 
relationship between type of orientation and each of these independent 
variables. Elaboration means that we examine a crosstabulation of two 
variables, then look for changes in the degree of association between 
the two when we control for a third (Rosenberg, 1968). Thus, 
elaboration is a simple technique for analysing the mutual influence 
of three variables when the casual ordering of the three is clear, 
Oowever, it is not always clear which of the three variables is best 
chosen as the control variable. Moreover, since one obtains a partial 41- 
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Table (11-3) 
. 
Percentaged Distribution of the Sample ýy Type of Orientaticn 
towards Work and Industry 
Type of orientation Factory School Acadany Total 
Sample Sample Sample 
Instrunental 
crientation 
Career orientation 
Social orientation 
Instrunental. social 
orientation 
Not clear 
N 
r- A 
Vl*. 5 16.7 35. 1 39.0 
24.4 33.8 44. 2 31.6 
1.0 14.3 10. 4 8.3 
3.6 24.3 
6.6 11.0 
5.2 12.8 
5.2 8.3 
100.0 100.0 100.0 100.0 
197 
Missing cbservations 
306 
210 77 484 
26 11 
table for each category of the control variable, if this variable has 
more than two or three levels the comparison of partial tables quickly 
becomes unmanageable. For the sake of simplicity, all the variables 
used in the present analysis as control variables are divided into two 
or three categories only. Moreover, no measure of association more 
sophisticated than a percentage difference will be used in spotting 
changes in the relationship between two variables as a third variable 
is controlled. 
Type of Orientation 
Table (11.4) shows that there are differences between the two 
sexes in terms of orientation. Among respondents as a whole, half the 
men have a career orientation, compared to one in six women. Nearly 
half the women have either a social or instrumental, social 
orientation, compared to less than one in twenty men. 
Such sex differences in regard to orientations towards work are, 
in fact, due, as we shall see later, to a complex of social, cultural 
and psychological factors rather than to sex as a biological factor. In 
other words, these differences between men and women indicate the 
historical sex inquality in Libyan society. Such sex inequality is 
reflected in the selection of a type of employment and in the 
opportunities for occupational development as well. Women are socially 
placed in a more limited framework by comparison with men. A female 
respondent (a school teacher) summarized this social reality in her 
following comment: 
P- 
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Table (11-4) 
Percentaged Distributim of IZE! 2 of orientation by Sex 
sex 
Type of orientation MaLle Female Total 
Instrumental 
orientation 45.5 39.1 42.6 
Career orientation 50.0 15. 8 34.5 
Social orientation 1.7 17. 8 9.0 
Instrumental/ 
social orientation 
N 
2.9 27.2 14.0 
100.0 100.0 100.0 
242 202 444 
Missing cbservations 51 
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"This is the job which society likes us to take. " 
Education and occupation are so closely associated that their 
effects cannot be separated; we therefore control here only for 
education to explain sex differences in regard to orientations. Tables 
(11.5-11.7) are partial tables derived from the full table (Table, 
11.4), controlling for the respondent's education. 
In the group with low educational qualifications a similar pattern 
exists to that in the full table, though the differences between the 
sexes are if anything rather larger. Among those with no 
qualifications over 90% of both men and women have an instrumental 
orientation. Among the highly qualified, a career orientation is 
dominant for both sexes, though much more for men; in this Table (Table 
12.6) alone more women than men display an instrumental orientation. 
Differences in education, therefore, are not enough to account for sex 
differences in orientation twoards work, though sex and education 
appear to interact in their effect on orientations: at the lowest 
level, sex makes very little difference; at the intermediate and high 
levels, it does make a significant difference. Thus, there must be 
some interaction between type of orientation, sex and education. 
Uneducated men and women, who also occupy the unskilled jobs, tend 
to perceive their work in instrumental terms. The majority of educated 
men and some educated and motivated women, who also occupy those highly 
intrinsic professional and managerial posts, tend to perceive their 
work in terms of a career. The majority of women, who are not only low 
educated but must also cope with the problem of reconciling familial r* 
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Table (11 -5) 
Percentaged Distribution of Type of orientation by Sex, 
For Respondents with No Bducational Qualifications only. 
Type of orientation 
instrumental. orientation 
Career orientation 
social orientation 
Instrumental/ 
social orientation 
N 
Sex 
Male Female Ma-le 
93.1 93.2 93.1 
2.8 0.0 1.7 
0.0 0.0 0.0 
4.2 6.8 5.2 
100.0 100.0 100.0 
72 44 116 
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Table (11 -6) 
Percentaged Distribution of Type of Orientation by Sex, 
For Respondents with low Educational Qualifications only 
Type of orientation 
Instrunental orientation 
Career orientation 
Social. orientation 
Instrumental/ 
social. orientation 
N 
Sex 
Male Female Total 
35.2 24.4 29.3 
57.4 14.5 33.9 
3.7 24.4 15.1 
3.7 36.6 21.8 
100.0 100.0 100.0 
108 131 239 
r 
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Table (11 -7) 
Percentaged Distribution of Type of orientation by sex 
For Resporklents with High Bducational Qualifications only 
Sex 
Type of orientation Male Female Total 
InStrLIMental orientation 8.1 22.2 12.4 
Career orientation 91.9 48.1 78.7 
orientation 0.0 14.8 4.5 
Instrumental. / 
Social orientation 0.0 14.8 4.5 
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responsibilities with work obligations, tend to adopt an instrumental 
or social orientation. 
Type of Orientation 
Table (11.8) clearly shows that there are differences between the 
distributions of orientations for the three age-groups. There is an 
indication that younger people tend to adopt a career orientation while 
older people tend to adopt an instrumental orientation. 
In cross-sectional, as opposed to longitudinal data, the effects 
of age may be due to changes during the life cycle or to cohort 
differences. In fact, we have no evidence to suggest that people in 
Libya tend to change their orientations towards work as they become 
older. Rather under our Libyan conditions, age differences constitute 
primarily an inequality in life experiences conditioned by the huge 
changes in the socio-economic conditions of work and daily life that 
have taken place in Libyan society. The older generation of people had 
witnessed the difficult days which included wars, scarce resources and 
opportunities while the yot4nger generation has enjoyed a completely 
different life with plenty of resources and opportunities. 
Suffice it to say that about three quarters of the respondents 
were born to illiterate fathers whilst the younger generation has 
enjoyed free education. 
Perhaps the important mechanism by which cohort differences may 
have their effect is the education system. Younger respondents are far r 
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Table (11.8) 
Percentaged Distribution of Type of orientation by Age 
Age 
Type of Orientation 
Instrumental orientation 
Career orientation 
orientation 
instrumental/ 
social orientation 
N 
missing cbsexvations 
Under 
40 yrs 40-49 50+ Total 
old 
29.8 60.8 90.9 42.6 
39.0 36.5 5.5 34.5 
12.7 0.0 0.0 9.0 
18.4 2.7 3.6 14.0 
100.0 100.0 100.0 100.0 
315 74 55 444 
51 
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more likely to be better educated and, as we shall see later, better 
educated people are more likely to adopt a career orientation. To test 
the idea, the basic orientation by age table was broken down by 
educational level; the results are shown in Tables (11.9-11.11). It is 
apparent that when we control for education the original relationship 
is very much weakened. Among those with no qualifications, almost all 
of each age group display an instrumental orientation. The relatively 
large number of young respondents with an instrumental/social 
orientation is accounted for by the concentration of women in this age 
group. Those with low qualifications show a broadly similar pattern to 
the sample as a whole, but with generally smaller age differences. 
Among the best qualified, the great majority in all age groups show a 
career orientation. Interestingly, this tendency strengthens with age, 
the opposite of the general sample. In other words, the apparent 
relationship between orientation and age can be largely explained in 
terms of wide differences in educational qualifications. Educated 
individuals (young and old) tend generally to perceive their work in 
terms of a career while illiterate individuals, who are more likely to 
be old, tend to adopt an instrumental orientation. 
Type of Orientation by Marital Status 
As can be seen from Table (11.12). single respondents tend to 
adopt a career orientation whilst married, divorced and widowed 
respondents tend to adopt an instrumental orientation towards their 
work. On the other hand, more single respondents show a social or 
instrumental/social orientation than those in the married category. 
r 
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Table (11 -9) 
Percentaged Distribution of Type of orientation by Age, 
For Respondents with no Educational Qualification Cnly 
Arge 
Type of orientation 
instrunental orientation 
career orientation 
social orientation 
Instrumental/ 
social. orientation 
N 
Under 
40 yrs 40-49 50+ Total 
old 
87.5 94.3 95.9 93.1 
3.1 2.9 0.0 1.7 
0.0 0.0 0.0 0.0 
9.4 2.9 4.1 5.2 
100.0 100.0 100.0 100.0 
32 35 49 116 
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Table (11.10) 
Percentaged Distribution of Type Of Orientation bY Age, 
Fcr Respondents with Low E)ducational Qualif icati-on Cnly 
Type of orientation 
instrumental orientation 
career orientation 
Sol-cial orientation 
Instrumental/ 
social orientation 
N 
Age 
Under 
40 yrs 40-49 50+ Total 
old 
26.9 42.3 60.0 29.3 
31.3 
17.3 
24.5 
53.8 40.0 33.9 
0.0 0.0 15.1 
3.8 0.0 21.8 
100.0 100.0 100.0 100.0 
208 26 5 239 
r 
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Table (11.11) 
percentaged Distributim of Type of Orientaticn bY Age, 
For Respcndents with High Educational Qualification Cnly 
Age 
Type of orientation 
instrumental orientation 
Czreer orl 
social orientation 
instrumental/ 
social orientation 
N 
Under 
40 Yrs 40-49 50+ Total 
old 
13.3 7.7 0.0 12.4 
76.0 92.3 (100-0) 78.7 
5.3 0.0 0.0 4.5 
5.3 0.0 0.0 4.5 
100.0 100.0 100.0 100.0 
75 13 89 
r 
318 
Table (11 . 12) 
Percentaged Distribution of Type of Orientation by Marital Status 
Type of orientations 
towards work 
instrumental. orientation 
career orientation 
SOCI orientation 
Instrunental/social 
orientation 
N 
missing cbservations 
Marital Status 
Single Married rrctal 
24.2 54.7 42.4 
41. 0 30. 2 34. 5 
18. 5 2. 6 9. 0 
16.3 12.5 14.0 
100.0 100.0 100.0 
178 265 443 
52 
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A reason for the differences between the single and those in the 
married category in regard to orientation toward work may be seen from 
the tables (11.13-11-14) which are partial tables derived from the full 
table (11.12). controlling for the sex of the respondent. It is 
apparent that such differences between single and those in the married 
category did not disappear when we control for sex, but men (single or 
married) are more likely to adopt a career orientation than women 
(single or married) who are more likely to adopt non-career orientation 
(instrumental or social or instrumental/social orientation). Thus, sex 
and marital status appear to combine in their effect on orientations. 
Single respondents, who are also young and educated, tend to adopt 
a career orientation whilst married respondents, who also tend to be 
older and, sometimes, less educated, are likely to have an instrumental 
orientation. On the other hand, men, who are usually better educated 
and occupying those highly intrinsic managerial and professional posts, 
tend to have a career or an instrumental orientation while women, who 
are less educated and must cope with the problem of reconciling 
familial responsibilities with work obligation, are likely to adopt an 
instrumental or an instrumental/social orientation. 
Type of Orientation by Having Children 
As can be seen from Table (11.15), more than half the respondents 
with children tend to have an instrumental orientation while only about 
quarter of the respondents without children tend to adopt an 
instrumental orientation. Conversely, two fifths of the respondents 
without children tend to perceive their work in terms of a career Ir 
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Table (11 . 13) 
Percentaged Distribution of Type of orientation by Marital Status, 
For Male Respondents only 
Type of orientation 
Instrumental orientation 
Career orientation 
social orientation 
Instrumental/social 
orientation 
N 
Married Status 
Single Married Tbtal 
23.3 52.7 
73.3 42.3 
45.5 
50.0 
1.7 1.6 1.7 
1.7 3.3 2.9 
100.0 100.0 100.0 
60 182 242 
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Table (11 . 14) 
Percentaged Distribution of Type of orientation by Marital Status, 
Fcr Female Respondents only 
Type of orientation 
Instrumental orientation 
Career orientation 
social orientation 
Instrumental/social 
orientation 
N 
Marital Status 
Single married Total 
24.6 59.0 38.8 
24.6 3.6 15.9 
27.1 4.8 17.9 
23.7 32.5 27.4 
100.0 100.0 100.0 
118 83 201 
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whilst less than one third of the respondents with children have a 
career orientation. Moreover, 17% of those without children have a 
social orientation while almost none of those with children have a 
social orientation. About the same percentages of the respondents with 
and without children adopt an instrumental social orientation. 
Tables (11.16-11.17) show the results of breaking down the basic 
orientation by having children table by the sex of the respondent. It 
is apparent that when we control for sex the original relationship is 
very much strengthened. Among men, the great majority of those without 
children show a career orientation and more than half of those with 
children display an instrumental orientation. Among women, hardly any 
of those with children adopt a career orientation although the majority 
of women in the sample, as we have already shown, tend to adopt an 
instrumental or social or instrumental/social orientation. On the 
other hand, women (with or without children) are much more likely than 
men to have an instrumental/social or social orientation than men. 
Thus, sex and having children appear to interact in their effect on 
orientations. 
Respondents without children (especially men) tend to adopt a 
career orientation while respondents with children (especially women) 
tend to have an instrumental orientation. Almost no men display an 
instrumental/social or social orientation towards work; among those 
women without children a social orientation is common, while an 
instrumental/social orientation is more common among women with 
children. However, sex differences here are rooted in the traditional 
division of labour between men and women in Libyan society. 
Ir 
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Table (11.15) 
Percentaged Distributicn Of Type Of OrientatiOn bY Having Children 
Type of orientation 
instrumental orientation 
Career orientation 
social orientation 
Instrumental/social 
crientation 
N 
Missuig cbservations 
Do you have children? 
yes No Total 
55.3 27.0 42.6 
29.9 40.0 34.5 
2.0 17.5 9.0 
12.7 15.5 14.0 
100.0 100.0 100.0 
244 200 444 
51 
r 
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Table (11 . 16) 
Percentaged Distribution of Type of orientation by Having Children 
Fcr Male Respondents 
Type of orientation 
Instrumental orientation 
Career orientation 
socl orientation 
Instrumental/sccial 
crientation 
N 
Do you have children? 
yes No Total 
52.9 27.1 45.5 
41.9 70.0 50.0 
1.7 1.4 1.7 
3.5 1.4 2.9 
100.0 100.0 100.0 
172 70 242 
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Table (11-17) 
percentaged Distribution of Type of orientation by Having Children 
Fcr Female Respondents only 
Type of orientation 
instrumental orientation 
Career orientation 
social orientation 
Instrumental/social 
orientation 
N 
Do you have chi-ldren? 
Yes No Total 
61.1 26.9 39.1 
1.4 23.8 15.8 
2.8 26.2 17.8 
34.7 23.1 27.2 
100.0 100.0 100.0 
72 130 202 
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Type of Orientation by Education 
Education is important here as a resource and as a value in 
itself. Education is one of the most important elements of the 
formation of the personality. The general culture of the person, which 
is connected with education and socialisation in school, exerts an 
influence on the psychic makeup of the personality, and primarily on 
the motivation of the activity. Education carries a whole series of 
social loads and functions. Nationally, education is viewed as the 
power which can pull society from its poverty, since it is an important 
influence on the productivity of the labour force. Education appears 
in the role of a socio-economic factor, in so far as it is one of the 
conditions that determines the moral aspect of the person. Certainly, 
the preparation of the individual in terms of general education has a 
decisive effect on all the indices of his orientation towards work. 
As can be seen from Table (11.18). there is a strong relationship 
between type of orientation and the respondent's level of education. 
An important mechanism by which education differences may have 
their effect is occupation. Individuals with no or little education 
are more likely to be manual workers and, as we shall see later, manual 
workers (especially the unsilled ones) are more likely to adopt an 
instrumental orientation whilst better educated individuals are more 
likely to take up the clerical and professional posts. To test this 
idea, the basic orientation by education table was broken down by 
occupation. The results are shown in Table (11.19-11.21). It is 
r 
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Table (11.18) 
Percentaged Distribution of the S&nple by Type of orientation 
by Highest Educational Qualification 
Highest Educational Qualificatim 
Type of orientation None LOW High Total 
instrumental 
orientation 
Career orientation 
social orientation 
Instrumental/ 
social orientation 
N 
Missing observations 
93.1 29.3 12.4 42.6 
1. 7 33. 9 78. 7 
0. 0 15. 1 4. 5 
34.5 
9.0 
5.2 21.8 4.5 14.0 
100.0 100.0 100.0 100.0 
116 
328 
239 89 444 
51 
Table (11 . 19) 
percentaged Distribution of Type of orientation by Bducaticn For 
Manual Workers Only 
Type of orientation 
instrumental orientation 
career orientation 
social orientation 
Instrumental/ 
social orientation 
Highest educational Qualification 
None LOW Total 
92. 9 55. 0 87. 2 
1. 8 45. 0 8. 3 
0.0 0.0 0.0 
5.3 0.0 4.5 
100.0 100.0 100.0 
N 113 20 133 
11 1) Q 4-1 
Table (11 . 20) 
percentaged Distribution of Type Of orientatim by Bducation 
For Clerks Only 
Highest Bducation Qualification 
Type of orientation None LOW High Total 
instrumental 
orientation 
Career orientation 
social orientation 
Instrunental/ 
social orientation 
(100-0) 45.6 23.5 42.5 
0.0 38.2 64.7 42.5 
0.0 8.8 11.8 
0.0 7.4 0.0 
9.2 
5.7 
100.0 100.0 100.0 100.0 
(2) 68 17 87 
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Table (11-21) 
percentaged Distribution of Type of Orientation by Bducaticn, 
For the professional Only 
Highest Bducational Qualification 
Type of orientation None LOW 
Instrumental 
orientation 
Career orientation 
social orientation 
Instrmental/ 
social orientation 
N 
(100-0) 18.5 
High Total 
9.7 16.1 
0.0 30.5 81.9 46.9 
0.0 19.9 
0.0 31.1 
2.8 14.3 
5.6 22.8 
100.0 100.0 100.0 100.0 
(1) 151 72 224 
r 
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apparent that when we control for occupation the original relationship 
is very much weakened. Among the manual workers, the majority in all 
educational levels display an instrumental orientation. Clerks and 
professionals show a broadly similar pattern to the sample as a whole, 
but with generally greater educational differences especially among the 
professionals. The relatively large number of professionals in low 
education with an instrumental/social and social orientation is 
accounted for by the concentration of women in this educational level. 
However,, it is apparent that education and occupation interact in their 
effect on orientations. 
Unqualified individuals, who are far more likely to obtain those 
manual jobs, are very likely to adopt an instrumental orientation. The 
majority of the best qualified clerks and professionals are very likely 
to adopt a career orientation. 
Respondents (especially women) with low qualifications in the 
clerical and professional jobs tend to adopt a social or instrumental 
or instrumental/social orientation. 
Type of Orientation by Occupation 
Table (11.22) shows clearly the strong relationship between type 
of orientation and occupation. The great majority of the manual 
workers adopt an instrumental orientation while only small percentage 
of the professionals and less than half the clerks perceive their work 
in instrumental tersm. Conversely, nearly half the professionals and 
more than two-fifths of the clerks adopt a career orientation while 
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Table (11 . 22) 
Percentaged Distribution of the Sample by Type of orientation 
towards Work by occupation 
Occupational Graups 
Type of orientation Manual Clerks Profesional Total 
Instrumental 
orientation 
Career orientation 
soci orientation 
Instrumental/ 
social orientation 
N 
Missing observations 
87.2 42.5 16.1 42.6 
8.3 42.5 46.9 
0.0 
4.5 
9.2 14.3 
34.5 
9.0 
5.7 22.8 14.0 
100.0 100.0 100.0 100.0 
133 
333 
87 224 444 
51 
only very small percentage of the manual workers perceing their work in 
terms of a career. On the other hand, about third the professionals 
and fifteen percent of the clerks have a social or an 
instrumental/social orientation whilst only a tiny percentage of the 
manual workers adopt an instrumental/social orientation. 
Sex is a variable which is very likely to affect the relationship 
between type of orientation and occupation. 
Tables (11.23-11.24) shows the results of breaking down the basic 
orientation by occupation table by the sex of the respondent. Among 
those manual workers well over eighty percent of both men and women 
display an instrumental orientation. Clerks and professionals are more 
likely to adopt a career orientation, but men are far more likely to 
perceive their work in terms of a career than women who, on the other 
hand, are more likely to adopt a social orientation than men. Thus, 
occupation and sex appears to interact in their effect on orientations 
towards work. 
Manual workers (men and women) tend to have an instrumental 
orientation whilst non-manual employees tend to adopt a career 
orientation. Moreover, men are much more likely to adopt a career 
orientation than women. The majority of women tend to adopt an 
instrumental or instrumental/social orientation and some of them tend 
to have a social orientation towards their work. 
Type of Orientation by occupational Grade 
r 
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Table (11 . 23) 
Percentaged Distribution of Type of Orientatim by Occupaticn,, 
For Male Respondents only 
occupational Groups 
Type of orientation Manual Clerks professionals Total 
Workers 
Instrumental 
orientation 85.4 40.0 13.6 45.5 
Career orientation 11.2 54.0 81.6 50.0 
Social orientation 0.0 2.0 2.9 1.7 
Instrurw--ntal/ - 
social orientation 3.4 4.0 1.9 2.9 
100.0 100.0 100.0 100.0 
89 50 
335 
103 242 
Table (11.24) 
Percentaged Distributicn of Type of orientation by Occupaticn, 
Fcr Female Respondents 
occupational Groups 
Type of orientation Manual Clerks Professional Total 
%brkers 
Instrunental 
orientation 
Career orientation 
Social orientation 
Instrumental/ 
social orientation 
N 
90.0 45.9 18.2 
2.3 27.0 17.4 
0.0 18.9 24.0 
6.8 8.1 40.5 
100.0 100.0 100.0 100.0 
44 37 121 202 
r 
As can be seen from Table (11.25) among respondents as a whole 
over three quarters of those in the low occupational grades display an 
instrumental orientation, compared to only about one quarter of those 
in high occupational grades. Conversely, more than two thirds of the 
respondents in high grade show a career orientation, compared to only 
8% of those in low grade. Those in middle grade show a broadly similar 
pattern to the sample as a whole. 
Given the nature of the grading-system which makes it possible - 
at least in theory - for all the members of the work force without 
discrimination or differentiation to be promoted even to those high 
grades, it is the individual's occupation which is very likely to 
affect the relationship between type of orientation and occupational 
grade. To test this idea, the basic orientation by occupational grade 
table (Table 11.25) was broken down by occupation; the results are 
shown in tables (11.26-11.28). Among manual workers, well over 80% of 
each grade group display an instrumental orientation. Among clerks, 
two thirds of those in low grade display an instrumental orientation 
whilst the same proportion of those in high grade show a career 
orientation. Among the professionals, half of those in low grade 
display an instrumental orientation while over 80% of the professionals 
in the high grade show a career orientation. Differences in 
occupation, therefore, are not enough to account for occupational grade 
differences in orientation towards work. Occupational grade and 
occupation appear to interact in thier effect on orientations: among 
manual workers, occupational grade makes very little difference; among 
the clerks and the professionals, it makes significant difference. 
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Table (11.25) 
Percentaged Distribution of the Sample by Type of Orientaticn by 
Occupational Grade 
Type of orientation DOW 
instrumental 
orientation 78.4 35.1 28.4 42.6 
Career orientation 
social orientation 
Instrumental/ 
social orientation 
N 
Missuig observatioms 
Oocupational Grade 
Middle High Total 
8.0 33.7 68.9 34.5 
4.5 12.8 
9.1 18.4 
0.0 9.0 
2.7 14.0 
100.0 100.0 100.0 100.0 
282 74 444 88 
51 
r 
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Table (11.26) 
Percentaged Distribution of Type of orientation by occupational 
Grade, for Manual Workers only 
Type of orientation LOW 
Instrumental 
orientation 
Career orientation 
social orientation 
Instrumental/ 
social orientation 
Occupational Grade 
Middle High Total 
84. 1 90.2 (88-9) 87.2 
7. 9 8.2 (11-1) 8.3 
0. 0 0.0 (0-0) 0.0 
7.9 1.6 (0-0) 4.5 
100.0 100.0 100.0 100.0 
63 61 (9) 133 
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Table (11 . 27) 
percentaged Distribution of Type of Orientatim by Oocupational 
Grade, for Clerks only 
oocupational Grade 
Type of orientation LOW Middle High Total 
Instrumental 
orientation 66.7 35.9 33.3 42.5 
Career orientation 4. 8 46.2 66.7 42.5 
Social orientation 14. 3 12.8 0.0 9.2 
Instrumental/ 
social orientation 14.3 5.1 0.0 5.7 
100.0 100.0 100.0 100.0 
21 39 27 87 
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Table (11 . 28) 
percentaged Distribution of Type of Orientation by Occupational 
Grade,, For Professionals only 
Occupati ocn-al Grade 
Type of orientation LOW Middle High Total 
Instrumental 
orientation (50-0) 16.5 10.5 16.1 
Career orientation (25-0) 39.6 
Social orientation (25-0) 17.0 
Instrumental/. 
social orientation 
N 
(0-0) 26.9 
84.2 46.9 
0.0 14.3 
5.3 22.8 
100.0 100.0 100.0 100.0 
(4) 182 38 224 
f 
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Generally, manual workers in almost all occupational grade groups 
tend to adopt an instrumental orientation. Clerks and, especially, 
professionals in high grades tend to adopt a career orientation. 
Type of Orientation by Socio-economic Background 
Literature suggests, as we have already shown in Chapter2 . that 
working-class children tend to adopt an instrumental orientation 
towards work while upper class children tend to perceive their work in 
terms of a career. The purpose of this section is to explore the 
relationship between the respondent's socio-economic background - as 
measured here by his (or her) father's occupation (manual or 
non-manual) and father's education (illiterate or literate) - and his 
(or her) type of orientation towards work. 
Table (11.29) shows clear differences between the respondents, who 
were born to manual-working fathers, and those who were born to 
non-manual-working fathers in regard to orientation towards work. 
More than half of the respondents, whose fathers were working in 
manual jobs, display an instrumental orientation, compared to less 
quarter of those boren to fathers working in non-manual jobs. 
Conversely, more than two fifths of the respondents born to fathers 
working in non-manual jobs perceive their work in terms of a career, 
compared to less than one third of those born to fathers working in 
manual jobs. However, the relatively large number of respondents born 
to fathers working in manual jobs with a career orientation is due to 
the structural mobility which Libya has experienced on its course of r 
342 
Table (11.29) 
Type of orientation towards Work and Father's Occupatim 
(in percentage) 
Type of orientation 
Instrumental orientation 
Career orientation 
Social orientation 
Instrumental/social 
orientation 
N 
Missing cbservations 
Father's occupation 
Manual Non-Manual Total 
53.8 21.3 42.4 
30.6 41.9 34.5 
4.9 16.8 9.0 
10.8 20.0 14.0 
100.0 100.0 100.0 
288 155 443 
52 
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economic, social and political change. 
Table (11.30) shows a percentaged distribution of type of 
orientation by the respondent's father's educational status (illiterate 
or literate). It clearly shows that respondents, who were born to 
illiterate fathers, tend to adopt an instrumental orientation while the 
respondents, who were born to literate fathers, tend to adopt a career 
orientation. 
More than half the respondents, who were born to illiterate 
fathers, perceive their work in instrumental terms whilst less than one 
fifth of the respondents, who were born to literate fathers, tend to 
adopt an instrumental orientation. Conversely, more than half of the 
respondents, who were born to literate fathers tend to adopt a career 
orientation while only less than one third of the respondents, who were 
born to illiterate fathers, have a career orientation. 
The above analysis of the relationship between type of orientation 
and the respondent's father's occupation and education generally 
supports the view that there is a relationship between the individual's 
orientation towards work and his (or her) socio-economic background. 
4. Path Analysis 
It is apparent from the above analysis of the relationship between 
type of orientation and a number of variables, which are likely to 
influence the individual's orientation towards work in Libyan society, 
that there is a marked degree of interdependency among these 
independent variables. Thus, we decided to use the technique of path 
analysis to demonstrate the possible direct and indirect effects of 
these variables on orientations towards work. 
f* 
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Table (11.30) 
Percentaged Distribution of the Sample by Type of orientation 
towards work and Respondent's Father's Education 
Father's Bducational Status 
Type of orientation Illiterate Literate Total 
Instrumental 
orientation 
Career orientation 
social orientation 
Instrumental/ 
social orientation 
N 
missing cbservations 
54.0 
27.0 
7.0 
12.0 
100.0 
300 
345 
17.6 42.3 
50.7 34.6 
13.4 9.0 
18.3 14.0 
100.0 100.0 
142 442 
53 
The technique of path analysis was originally introduced by the 
geneticist Sewall Wright as early as 1918 (Blalock. 1971) , but it was 
Duncan (1966) who popularized its use in sociology (Bailey, 1978) . 
Path analysis is useful in allowing one to compute not only the direct 
effect of an independent variable on a dependent variable, but also the 
indirect effectof that variable through other variables. Another 
advantage of path analysis is its succint graphic presentation that 
shows relationships among all variables in the model simultaneously. 
In its simplest form, path analysis consists of a series of 
regression equations with each variable in the model (except usually 
the last one or two)taking its place respectively as the dependent 
variable. Most of the variables in the model will act as a dependent 
variable in one equation and as an independent variable in one or more 
other equations. Thus, path analaysis is a method of decomposing and 
interpreting linear relationships among a set of variables by assuming 
(1) a weak causal order among the variables is known and (2) the 
relationships among these variables are casually closed. A weak causal 
ordering refers to the case when it is assumed or known that x may (or 
may not) affect y, but that y cannot affect x. Notice that this 
assumption does not emphasise x to be a cause of y. The variables used 
in the present path models seem to follow clear time order and this, in 
turn, implies a casual order. Nie and associates (1970) indicate that 
relationships between variables with definite time order usually 
involve fairly clear causal ordering. The second general assumption 
required for path analysis is causal closure which means that all 
relevant variables must be included in the model. In fact, this second 
assumption has been rarely met in social research. Accordingly, the f, 
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author can only here emphasize that only those variables, of which the 
literature has demonstrated the importance in influencing the 
individual's orientation towards work, will be included the present 
path analysis. 
In path analysis, the researcher needs to pay special attention to 
the problem of measurement error - which is bound to be present - could 
also bias the results, usually by reducing apparent effects. Path 
analysis requires that all variables should be at interval or ratio 
level although Labovitz (1970) has indicated that ordinal scales can 
also be used. Furthermore, dichotomous variables can be used, since 
their level of measurement is indeterminate. Since some of the 
variables to be used appeared to be of a nominal level, it was decided 
to dichotomize these in order to meet this requirement. The variables 
were recoded as follows: - 
1. Father's education was divided into two categories: (1) 
illiterate, and (2) literate. 
2. Father's occupation was divided into two categories (1) manual 
and (2) non-manual. 
Respondent's education was divided into three categories (0) 
no qualifications, (1) low qualifications, and (2) high qualifications. 
4. Respondent's occupation was divided into three categories 
manual workers (2) clerks, and (3) professionals. 
r 
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5. Respondent's occupational grade was divided into three 
categories (1) low, (2) middle, and (3) high. 
6. Respondent's marital status was divided into two categories 
(1) single and (2) married, widowed and divorced. 
7. Respondent's having children was recoded into (1) yes, I have 
children, and (2) no, I don't have children. 
Orientation towards work was clearly a nominal scale, and this 
could only be dealt with by using several dichotomies to contrast in 
turn one orientation with all the others. This obviously complicates 
the presentation and discussion, but any other approach would seriously 
distort the results. It should also be noted that the use of 
dichotomous dependent variables violates certain assumptions of the 
regression model. However, it was judged that, in view of the modest 
proportion of variance explained, such violation would make little 
difference to the results. 
We followed the usual practice of reporting standardized 
regression coefficients, and simplified the path diagrams by omitting 
paths with coefficients of less than 0.05 in absolute value. Thus, in 
the models to be discussed, apparent differences in the variables used 
result from this procedure. For ease of comparison, however, in each 
diagram all variables retained appear in the same position. 
We decided to anal se men and women separately because the 
't-4 
Y 
distributions of men4women by type of orientation are considerably r 
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different, and it was thought advisable to allow for the possibility of 
comparison with other studies, which have almost all been exclusively 
concerned with men. 
Path Analysis for Men 
Since men are almost equally divided between the career 
orientation and the instrumental orientation with only a few men 
displaying a social or an instrumental/social orientation, we will have 
only two path models for men. In the first model (Figure 11.31). type 
of orientation was divided into two categories (1) career orientation, 
and (2) other. In the second model (Figure 11.32). type of orientation 
was also divided into two categories (1) instrumental orientation, and 
other. 
Figure (11.31) shows a path model for men with career orientation 
towards work. The first thing to notice about this model is that all 
the variables in the model have some effect on type of orientation. 
Single men with high qualifications, high occupational grades, and 
occupying high clerical and professional posts are very likely to adopt 
a career orientation towards work. This model also shows that father's 
education has a marked effect on type of orientation especially through 
the son's education. It is apparent that education and occupation have 
the greatest direct effects (0-. 34 and -0.27 respectively) on type of 
orientation and the indirect effect of education through occupation is 
-0.20. Such an important role of education in the individual's work 
experience has been observed in many other developing nations such as 
in Ghana (Peil. 1972),, in Zambia (Kapferer. 1972). in Indonesia (Japan, el 
31 9 -4 
Figure (11 . 31) 
Path Model fbr Men with Career Orientation 
R 
R 
k 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manaul, and (2) nor-r-manual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, arxi (2) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks, 
and (3) professionals 
X5 Respondent's occupational grade: (1) low, (2) middle, 
and (3) high 
X6 Respondent's marital sta tus: (1) single and (2) married, 
widowed and divorced 
y Type of orientation: (1) career, and (2) other 
R Residuals 
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1962). etc. 
Figure (11.32) presents a path model for men with instrumental 
orientation. It is apparent that this model is, not surprisingly, 
almost completely opposite to the model which is shown in figure 
Married men with no or low qualifications and occupying those 
manual occupations and the lower levels of the clerical and the 
professional jobs are very likely to perceive their work in 
instrumental terms. This diagram also shows that Father's education has 
a visible indirect effect (through father's occupation and son's 
education) on type of orientation. Although all the independent 
variables in the model have correlated effects on type of 
orientation. education and occupation seem to have the greatest direct 
effects (0.33 and 0.36 respectively). Occupation is also here the 
intervening variable linking education to type of orientation. The 
effect of education through occupation is 0.27. 
Path Analysis for Women 
Since women are spread over the four orientations (Table 12.3). we 
will have four path models for women. In each of the four models one 
orientation will be contrasted with the other three; in the first. the 
focus will be on the instrumental orientation; in the second, on career; 
in the third. on social; and in the fourth; on the instrumental/social 
type. 
Figure (11.33) shows a path diagram for women with instrumental 
orientation. It is apparent that occupation has the greatest direct 
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Figure (11-32) 
Pathy Model fbr Men with Instrunental C)rientaticn 
R 
2 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual, and (2) non-manual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, and (2) high qualifications 
X4 Respondent's occupation: (1) manual wcrkers, (2) Clerks, 
and (3) professionals 
X6 Respondent's marital status: (1) single and (2) married, 
widowed and divorced 
X7 Respondent's having children: (1) yes, and (2) no 
y Type of orientation: (1) instrumental, and (2) other 
R Residuals 
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effect (0.38) on type of orientation. and occupation is also the 
intervening variable linking education to type of orientation. the 
effect of education on type of orientation through occupation is 
0.26. On the other hand, education forms a mechanism by which the 
influence of an individual's family is translated into differences in 
various aspects of life including work. Although we have already shown 
in this chapter that women tend generally to adopt an instrumental 
orientation towards work. those women with no or low qualifications who 
occupy the manual occupations and the lower levels of the clerical and 
professional jobs are very likely to adopt such instrumental 
orientation. 
Figure (11.34) shows a path diagram for women with a career 
orientation. It is apparent that the independent variable in this model 
have also correlated effects on type of orientation. though education 
and occupation have the greatest direct effects (-0.41 and 0.46 
respectively) on type of orientation among this group of 
women. Education has also a considerable effect (0.31) through 
occupation on type of orientation. However it seems that only those 
single and educated proffessional women may adopt a career orientation 
towards work. 
Figure (11.35) presents a path diagram for women with social 
orientation. The first thing to notice about this model is that socio 
economic background variables (father's education and occupation) have 
the greatest direct effect. Secondly the direct effects of education 
(0.14), occupation (-0.16), marital status (-0.15) are about the C 
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Fiqure (11-33) 
Path Model for Wanen with Instrunental Orientatian 
R 
7q 
R 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual, and (2) nonrýanual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, and (2) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) Clerks, 
and (3) professionals 
X5 Respondent's occupational grade: (1) low, (2) middle, 
and (3) high 
X7 Respondent's having children: (1) yes, and (2) no 
T Type of orientation: (1) instrunental, and (2) other 
R Residuals 
354 
Fiqure (11.34) 
Path Model fbr Vkxnen with Career Orientation 
10 
37 
R 
4b 
m 
X1 Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual,, and (2) non-manual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, and (2) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks,, 
and (3) professionals 
X5 Respondent's occupational grade: (1) low, (2) middle, 
and (3) high 
X7 Respondent's having children: (1) yes, and (2) no 
y Type of orientation: (1) career, and (2) other 
R Residuals 
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same, though occupation and martial status. 
Figure (11.36) shows a path model for women with an 
instrumental/social orientation towards work. It is apparent that 
occupation has the greatest direct effect (-0.65) on type of 
orientation. although occupation forms a mechanism by which the 
influence of education is translated into type of orientation. The 
effect of education through occupation is -0.44. 
Nevertheless, this diagram also demonstrates a marked degree of 
interdependency among the independent variablý! iIt seems that the 
majority of women in this group are professional, namely teachers. 
In fact,, all the above path models show that these work and non 
work variables have correlated effects on type of 
orientation. Nevertheless education seems to have the greatest 
effect-whether directly or indirectly (mainly through occupation-on 
type of orientation among these variables, ) 
5. Conclusion 
The findings of this chapter have demonstrated that people in 
modern Libya do differ in terms of their orientations towards work. 
Among the sample. there are four distinct orientations; instrumental 
career, social and instrumental/social orientation. Moreover. the findings 
of this chapter have also demonstrated the importance of a number of 
factors including sex, age, education, occupation, marital status. etc., in 
the influencing the respondents'orientations. It has been found that 
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Figure (11-35) 
Path Model for Wcxnen with Social Orientation 
nR 
15 
N 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual, and (2) non-manual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, and (3) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks, 
and (3) professionals 
X6 Respondent's marital status: (1) single, and (2) married, 
widowed and divorced 
X7 Respondent's having children: (1) yes,, and (2) no 
T Type of orientation: (1) social, and (2) other 
R Residuals 
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Figure (11 - 36) 
Path model for Wanen with Instnnental/ Social orientation 
lz R 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual, and (2) non-manual 
X3 Respondent's education: (0) no qualifications, (2) low 
qualifications, and (3) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks, 
and (3) professionals 
X6 Respondent's marital status: (1) single, and (2) married, 
widowed and divorced 
X7 Respondent's having children: (1) yes, and (2) no 
y Type of orientation: (1) instrurnental/social orientation, 
and (2) other 
R Residuals 
31 
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these factors are important individually. though these factors generally 
appear, as path analysis has shown us, to have correlated effects on 
orientations towards work. 
r 
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Chapter 12 
1. Introduction 
Social Relations at Work 
Work, like any other social behaviour, involves a person with 
others. Individuals may work alone at times, but they frequently 
perform their work as part of a larger team effort. Work involvement 
might take the form of a team effort to accomplish some unified goal, 
as with an industrial assembly line work force, in which each member 
individually performs a minute, specialised task, while collectively 
the group accomplishes the construction of a complex product. Thus, in 
such a situation work activities must necessarily be carried out in a 
closely co-ordinated way. On the other hand, work goals may be 
accomplished largely as a result of many individuals pursuing their 
specialities in a completely individual and largely unconnected 
fashion. An example here might be a number of general practitioners who 
treat their patients in an independent and individual manner. 
One's co-workers and, to a lesser degree, one's colleagues usually 
are not selected by choice; rather they are more likely to be selected 
by necessity as dictated by the needs of the work situation itself. 
Although an individual might take up work with his, or her, fellow 
employees as strangers, in time the close daily association of working 
with them may result in the development of a strong friendship network. 
For some, the lack of meaning in monotonous and unstimulating work may 
be offset only by the fact that interaction with other persons at the 
work place might be rewarding. Therefore, the frequent interaction 
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with fellow employees often provides the foundation for the development 
of primary informal work groups within the formal structure. Perhaps 
one of the most significant functions of these informal groups is to 
provide the individual with meaningful personal gratifications. The 
work group has become, along with the family, one of the more 
significant social entities of which the individual is a member. This 
fact might explain the increasingly observed phenomenon of individuals 
in some work situations who, on their day off, return to the work place 
where they spend some time together. 
On the other hand, interaction with fellow employees might be 
exasperatingly routine in terms of the work itself, such as assemply 
line work, or in terms of verbal interaction and other informal 
exchange may be very limited. 
Now, we would like to explore the patterns of the social networks 
existing in work situations in Libya. For the purposes of analysis, 
these social networks will be divided into a number of issues such as 
friendship networks, horizontal and vertical relations at the work 
place, and patterns of interaction among the employees. 
2. Friendship Networks 
Information was collected on the number of friends whom the 
respondent has among his, or her, workmates and on the sex of the 
friends. Although it is impossible to say how many friends constitute 
the ideal number, it is obvious that a total lack of friends is 
undesirable given the fact that social relationships are very important 
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sources of help in Libyan society. As can be seen from Table (12.1), 
26% of the respondents reported that they had no friends among their 
workmates, while 73% of the respondents reported that they had. When 
we compare the three industries, we find that 29% of the factory 
sample, and 26% of the school sample had no friends at work compared 
with 21% of the academy sample. 
The size of friendship networks of both men and women seem to be 
about the same although it has been observed that the percentage of 
women with no friends at work is less than the percentage of men (see 
Table 15, Appendix A). This should support the view that some women 
tend to have social orientations to work since social contacts are the 
rewards which they mostly seek from work. 
A cross-tabulation of the number of friends by occupation reveals 
that unskilled and skilled workers are more likely to be without 
friends than the professionals and the clerks: 39% of the unskilled 
workers and 29% of the skilled workers were completely without friends 
while 25% of the professionals and only 18% of the clerks were 
completely friendless at their places of work (see Tablel6Appendix A). 
Differences between occupational groups can be explained by the fact 
that during their lifetime, professionals and clerks have had greater 
experience in developing friendship networks given the fact that they 
are members of many formal and informal communities starting from 
schoolmates. On the other hand, professionals and clerks are generally 
educated and, therefore, must be more confident to develop friendship 
networks outside the kinship relations to which manual workers are 
usually more tied. Moreover, professionals and clerks tend to work in 
r 
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Table (12.1 ) 
Percentaged Distribution of the Sample 
by the Number of Friends Ainong Workmates 
Number of Friends Factory 
Sample 
Ncne 29.5 
1-3 24.0 
4-6 14.0 
7+ 32.5 
100.0 
N 200 
missing Cbservations 0 
School Academy Total 
Sample Sample 
26.1 21.5 26.7 
19.9 22.8 22.0 
18.5 21.5 17.1 
35.5 34.2 34.1 
100.0 100.0 100.0 
211 79 490 
1 4 5 
-x 
11 
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better working conditions while other occupational groups work in less 
good working conditions. The high proportion of women in the 
professional and clerical groups may also contribute to this aspect 
since women are more likely to emphasise social rewards of work than 
men. 
3. Horizontal and Vertical Relations at Work 
This section focuses on respondents' perceptions of the quality of 
social relations in the place of work. For the purposes of analysis, 
these relations will be divided into horizontal and vertical varieties. 
Horizontal relations refer to relations with colleagues while vertical 
relations refer to relations with superiors. Respondents were asked to 
relate their relations with different categories of workmates on a 
scale ranging from very bad to very good and the results are summarised 
in Table (12.2). As can be seen from Table (12.2). respondents 
reported that their relations with all occupational groups were 
generally good although the respondents' relations with colleagues seem 
to be slightly better than their relations with superiors. There 
appear to be no substantial differences between the three industries in 
this respect although the results suggest that social relations in 
schools and the academy seem better than the social relations at the 
factory. This may imply that the smaller the firm in size, the better 
the social relations between the members of the workforce given the 
fact that schools and the academy are much smaller in size (as measured 
by the size of the workforce) than the factory (see Table 4.1), though 
one cannot easily here rule out the influence of other factors such as 
technology in use bside the size of organisation. r 
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Table (12-2) 
Percentaged Distribution of the Sample by Ratings of Relationships 
with Superiors, Colleaques and Subordinates. 
With superiors Factory School Academy Total 
Sample Sample Sample 
very good 26. 5 44. 5 39.0 36.3 
good 43. 5 40. 3 40.2 41.6 
average 28. 5 13. 7 15.9 20.1 
bad 0. 5 1. 4 2.4 1.2 
very bad 1. 0 0. 0 1.2 0.6 
don't know 0. 0 0. 0 1.2 0.2 
100. 0 100. 0 100.0 100.0 
N 200 211 82 493 
Missirig observations 0 1 1 2 
With collea 
very good 38. 5 44.5 53.7 43.6 
good 41. 5 43.6 42.7 42.6 
average 18. 0 11.4 3.7 12.8 
bad 1. 5 0.5 0.0 0.0 
very bad 0. 5 0.0 0.0 0.0 
don't know 0. 0 0-0 0.0 0.0 
100. 0 100.0 100.0 100.0 
N 200 211 82 493 
Missing observations 0 1 1 2 
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Respondents were also asked to describe the atmosphere in terms of 
friendliness at their firms and the results are summarised in Table 
(12.3). More than 55% of the respondents described the atmosphere at 
their firms as very friendly or friendly and 36% of them described the 
atmosphere at their firms as very unfriendly and unfriendly whilst only 
8% of the respondents chose to answer "don't know". 
There appears to be significant differences between the factory and the 
other two industries. While 73% of the school sample and 54% of the 
academy sample described the atmosphere at their place of work as very 
friendly or friendly, only 35% of the factory sample did so Among the 
factory sample 52% described the atmosphere as friendly and unfriendly 
while 35% of the academy sample and only 20% of the school sample did 
so. On the other hand, only a few respondents in the three industries 
described the atmosphere as unfriendly or very unfriendly. These 
findings suggest that the atmosphere at schools is, as expected, more 
friendly than the atmosphere in the academy where the atmosphere is 
still much more friendly than the atmosphere in the factory. This may 
also support the view that the smaller the firm in size the better 
social relations as Durkheim (1933) stated before. 
4. Receiving and Paying Visits During Working Hours 
It is well known in Libya that friends and relatives exchange 
social visits during office hours and such visits usually cause delay 
or stoppage of work. During such visits, coffee and similar drinks are 
offered to the visitors. Beside the social dimension of the visits, 
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Table (12-3) 
Percentaged Distribution of the Sample by Ratings 
of Social Atumphere at the Place of Work. 
Ratirigs 
very friendly 
friendly 
friendly/unfriendly 
unfriendly 
very unfriendly 
don't know 
N 
Missing observations 
Factory School Academy Total 
Sample Sample Sample 
11.7 33.6 20.7 22.7 
24.0 39.8 34.1 32.5 
52.6 20.9 35.4 36.0 
1.5 0.5 0.0 0.8 
0.0 0.0 1.2 0.2 
10.2 5.2 8.5 7.8 
100.0 100.0 100.0 100.0 
196 211 82 489 
4 1 1 6 
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the kin or friends might also ask for a fovour or a service. It has 
been reported that persons in powerful posts in Libya are expected to 
do favours to their relatives and friends (Thomas, 1973 and Attir, 
1977). 
As can be seen from Table (12.4), about 36% of the respondents 
said that they received visitors during their work hours, and 62% of 
the respondents suprisingly said they did not. There appears to be a 
substantial difference between the three industries. While 64% of the 
respondents in the academy sample said that they receive visitors 
during their work hours, only 29% of the factory sample and 31% of the 
school sample receive visitors during their work hours. 
Table (19.. 4) also shows how often the respondents visit their 
friends during their work hours. About 34% of the respondents said 
that they visit their friends at their work places while 65% of the 
respondents said that they do not visit their friends during their work 
hours. 
As can be seen from Table (12.5). the clerks and the professionals 
are more likely to exchange such visits than the unskilled and skilled 
workers. This may be because of the fact that the nature of work and 
the working environment of the professionals and the clerks allow them 
to enjoy such an advantage. On the other hand, it is the clerks and 
the professionals who always hold the powerful posts and, therefore, 
they can do favours for their friends and relatives. Incidentally, the 
author, as a native, is aware of many efforts made by the authorities 
to discourage people from paying and receiving visits during working 
ol 
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Table (12-4) 
Percentaged Distribution Of the Sample by Receiving arid 
Paying Visits during the Working HDurs 
Receiving Visitors Factory School Academy Total 
Sample Sample Sample 
usually 2.5 0.0 1.2 1.2 
sanetimes 26.6 31.6 64.6 35.1 
no visitors 70.9 67.5 31.7 62.9 
don't know 0.0 0.9 2.4 0.8 
100.0 100.0 100.0 100.0 
N 199 212 82 493 
Missirig observations 1 0 1 2 
Paying visits 
usually 1.5 0.0 1.2 0.8 
sanetimes 25.0 30.7 58.5 33.0 
no visits 72.5 68.4 39.0 65.2 
don't know 1.0 0.9 1.2 1.0 
100.0 100.0 100.0 100.0 
N 200 212 82 494 
Missing observations 0 0 1 1 
69 
Table (12-5) 
Percentaged Distribution Of the Sample by Receiving 
and Paying Visits During Working R)urs and Occupation. 
unskilled skilled professional clerks Total 
Receivinq Visitors 
usually 0.0 0.0 16.7 5.1 1.2 
sanetimes 2.4 21.1 38.5 61.6 35.0 
no visitors 97.6 78.9 59.5 33.3 63.0 
don't know 0.0 0.0 1.6 0.0 0.8 
100.0 100.0 100.0 100.0 100.0 
N 84 57 252 99 492 
paying visits 
usually 0.0 0.0 0.4 3.0 0.8 
sanetimes 2.4 19.0 36.5 57.6 32.9 
no visits 96.4 79.3 61.9 39.4 65.3 
don't know 1.2 1.7 1.2 0.0 1.0 
100.0 100.0 100.0 100.0 100.0 
N 84 58 252 99 493 
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hours in an effort to increase productivity. 
5. Meeting Workmates Outside Work Hours 
When the respondents were asked whether they met with their 
workmates outside work hours, a rather different picture emerged as can 
be seen in Table (12-6). Only 15% of the respondents see their 
workmates outside the work hours often, and 53% of the respondents said 
that they see their workmates outside the work hours only sometimes, 
whilst 31% of the respondents said that they do not meet their 
workmates outside work hours at all. Respondents in the school sample 
seem to meet their workmates outside work hours more often than the 
respondents in the academy sample and in the factory sample. This 
reflects the fact that not only friends work at the same school but 
relatives such as husband and his wife also sometimes work at the same 
school. However, those who often meet their workmates outside the work 
hours, are either close friends or relatives, while those who meet with 
their workmates outside the work hours occasionally only, are not 
relatives nor necessarily friends. It is very common for people to 
visit their workmates on certain occasions such as marriage or death of 
a relative. 
6. Social Relations As Social Resources 
Human relations do not only determine the extent and ways in which 
the individual can satisfy his or her need for companionship and 
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Table (12-6) 
Percentaged Distribution of the Sample by Meeting 
with Wcrkmates outside Wbrk Hours 
Factory School AcadeW Total 
Sample Sample Sample 
usually 8.6 22.7 12.4 15.3 
sanetimes 55.0 47.9 61.7 53.1 
rxDt at all 36.4 29.4 25.9 31.6 
100.0 100.0 100.0 100.0 
N 198 211 81 490 
Missing observations 2 1 2 5 
3 72 
solidarity, they may also serve as social resources upon which reliance 
can be placed and sustenance drawn in times of stress and trouble. 
An attempt was made to locate the expected sources of help in 
times of need, by giving the respondents a set of problems and a set of 
expected sources of help and they were asked to identify the expected 
source of help for each problem. The results are summarised in Table 
(12.7). It appears to be that the nature of the problem affected the 
source of help. For example, in the case of health problem, 
respondents are likely to turn to medical centres for help. In the case 
of family-oriented problems, respondents tend to expect help from the 
other members of the family and the relatives. In the case of problem 
with a friend, friends are more likely to be the source of help. In 
the case of problems relating to work, respondents are more likely to 
turn to workmates, friends and relatives for help. 
7. Summary 
The findings of this chapter have first demonstrated the fact that 
people in present-day Libya work in more complex social context than 
the traditionally small, invariably family, grouping. Second, social 
context at work involves a complex range of interactions, friendship 
networks, etc. Third, the individual's share in such complex social 
context seems to depend on a number of factors including sex, 
occupation, size of work organisation, working conditions, etc. 
Finally, the findings of this chapter have also demonstrated some 
aspects of the exchange between work and the wider society. 
r 
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Chapter 13 sumiary and Conclusions 
In the preceding chapters we have explored a wide range of issues 
relating to the theme of work in particular and to life in Libyan 
society in general. More specifically, we have explored the actual 
picture of orientations towards work and the factors influencing these 
orientations among a sample of working people drawn from three 
different work organizations, nwnely a tobacco factory, a school, and 
a research body in Libya. our analysis has revealed that there are 
four distinct orientations towards work among the sample. There are 
individuals who display an instrumental orientation. There are 
irxiividuals who perceive their work in terms of a career. There are 
individuals who adcpt. a social orientation. Finally there are 
individuals who have an instrumental/social orientation touards their 
work. This last type of orientation is an unexpected finding of this 
study since we had originally expected to discover only three 
orientations, y instrunental, career arxi social. 
our analysis has also denx)ristrated the importance of a number of 
work and nor&-work factors in influencing the respondents' orientations 
towards work. We have fbund, fbr example, that men tend mainly to 
adcpt an instx-umental or a career orientation while wanen are spread 
over the four orientations, though the majority of wcmen tend to have 
an instrumentaLl orientation. The higher the education the mc)re likely 
the individuals are to adopt a career orientation and the lower the 
education the more likely the individuals are to adopt an instrumental 
or social or instrunental/social orientation. Manual workers, as 
everywhere, are very likely to adopt an instrumental orientation, 
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while career orientation is only canmon among the clerks and 
especially among the professionals. Individuals %ho, occupy the lower 
occupational grades tend to perceive their work in instrumental terms, 
while those in the higher occupational grades are more likely to 
perceive their work in terms of a career. Individuals without fami_ly 
camitments (usually single or childless) are more likely to adopt a 
career orientation than those individuals with family carmitments *tx) 
are likely to perceive their work in instrumental terms. The findu-sgs 
of this study seem also to support the general view in the literature 
that the individual's family has an imp(M-tant. influence on his 
orientation towards work. Individuals who were born to illiterate 
fathers who were therefore, manual workers show more terxiency 
towards the instrumental orientation than those individuals who were 
born to literate fathers who were, very likely, non-manual workers. 
The later group are more likely to adopt a career orientation than the 
former group. Nevertheless, Libyan society, as we have indicated 
before in this volume, has experienced a great structural mobility in 
the last three decades. 
Moreover,, the analysis has demonstrated to us that these work and 
rK)n-APKXk factors (sex, education, family background, occupation,, 
occupational status, family cumitments, etc. ), which influence the 
individual's orientation towards work in Libyan society, interact in 
their effects on orientations. 
In Chapter 2 of this voluTie we draw attention to the schools of 
thought which have daninated the sociological study of work. While 
the main concern of this study has been to offer a descriptive 
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account of the theme of vark in Libyan society by exploring people's 
orientations towards work and sane of the factors wfuch influence 
such orientations, this study does raise a point of relevance to the 
sort of explanations that have been offered by industrial sociologists. 
In particular the discovery that the individual's orientation is 
influenced by the interactive effects of a number of work and 
non-wxk factors has an important bearing upon the recent debate 
that has taken place between sociologists of the technological 
implications approach and the social action approach to the study of 
work. 
The technological implications approach seeks an explanation of 
the individual's orientation and behaviour at the workplace by 
ernphasising the importance of the technology in use, while the social 
action approach tends to stress the importance of extra-voork 
influences upon orientations, and the independence of orientations in 
determining workplace behaviour - Although both approaches do not 
ompletely ignore the irqxxtance of the other factors, it seems that 
the overwhelming tendency in the two approaches has ccMe near to 
being stuck to only one side of the factory gate (Beynon and 
Blackburn, 1972). The findings of this study show both these 
theoretical positions to be untenable. We have shown that work 
factors and the extra-work influences interact in their effects on 
orientations towards work. Thus, the basic theoretical point here is 
that the individual's orientation toward work depends on the 
relationship between the individual's Social cOnditiOns and the 
objective features of the work situation. Which features are 
inportant. in any concrete situation depends on the cx: xiplex of 
377 
expectations and abilities brought to that situation and how far these 
are met by the actual rewards received frCm wOrk. To ask whether 
wcrk factors or non-Nvcrk factors are more irnlxxtant involves, in my 
view, an inappropriate camparison, since the way in which work is 
experienced depends neither on work factors nor social conditions 
alone but on the interaction of the two, and any attempt to isolate 
any of these factors is, in my view, pointless and misleading. 
However, the study of orientations towards work can be useful in 
corLstructing a policy to improve the productivity of the members of 
the work force. Knowing the motivations and expectations of t-lie 
various working groups and offering them opportunities to achieve 
their expectations frcrn work should lead to an increase in the 
Productivity. Thus, any policy aimirxg towards the increase of 
productivity slx)ulci take into account the significant patterns of 
differentiation that exist within the wcrk force as a whole, and also 
within the work force of a particular work organization. 
Finally, this study, as an exploratory one, raises a number of 
questions which can be the aims fbr future research. For example, 
one might examine the relationship between the orientations towards 
%lork and issues such as productivity and tendencies towards 
absenteeism. The impact. of factors such as the Official ideology and 
religion on the individual's orientation towards work should also be 
the aim of future research. 
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Table (2) 
percentaged Distribution of the Sample by Incane and Sex 
mnthly salary 
150 or less 
151 - 250 
251 - 350 
351 and over 
Male Female Total 
10.0 39.3 22.6 
52.3 58.9 55.2 
23.5 
14.2 
1.9 14.1 
0.0 8.1 
100.0 100.0 100.0 
281 214 495 
180 
Ax1ix A 
Table (3) 
percentaged Distribution of the S&rrple by Incarie and Highest 
BducationaLl Qualification 
Highest Bducational Qualificaticin 
monthly low middle high 
Salary illiterate education education education Total 
qualific., qualific., qualific 
150 or less 32.5 57.6 17.6 0.0 22.6 
151 - 250 50.4 27.3 64.9 58.9 55.2 
251 - 350 15.4 9.1 11.2 21.5 14.1 
351 and over 1.7 6.1 6.3 19.6 8.1 
100.0 100.0 100.0 100.0 100.0 
N 117 66 205 107 495 
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Table (4) 
percentaged Distribution of the Sample by Incane and occupation 
Occupational Groupings 
monthly incane Unskilled Skilled Clerks Professionals Total 
150 cr less 45.2 25. 9 26.3 
151 - 250 41.7 53. 4 40.4 
251 - 350 
351 and aver 
N 
11.9 15.5 14.1 
1.2 5.2 19.2 
13.0 
65.6 
6.7 
19.2 
100.0 100.0 100.0 100.0 
84 58 99 253 
Missing cbservations 
22.6 
55.2 
14.1 
8.1 
100.0 
494 
1 
IR2 
Appendix A 
Table (5) 
Percentaged Distribution of 
ownership of Durable Goods by Income,, For those ubo own only 
Inccrne 
Durable Goods 150 or 151-250 251-350 351 and 
less over 
Television 98.2 99.3 100.0 100.0 
Radio 93.8 98.5 98.6 100.0 
Refrigerator 100.0 99.6 97.0 100.0 
Vacuum cleaner 12.5 19.9 24.3 42.5 
Washing machine 85.6 89.7 90.0 97.5 
Separate Freezer 13.4 27.7 38.6 55.3 
TeleFi=e 25.0 42.6 61.4 77.5 
Modern Furniture 59.8 59.9 72.5 92.5 
Video disc 22.3 39.1 48.6 80.0 
Car 53.6 71.4 81.4 95.0 
Air conditioning 2.7 11.4 17.4 47.5 
Bicycle 9.8 4.4 2.9 5.0 
Motorcycle 0.9 0.4 - - 
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Table (8) 
Percentaged Distribution of the Sample by Leisure activity 
and Sex 
Leisure Activity 
Relaxation 
Sex 
Males Females Total 
8.6 3.8 6.5 
Hobby or Recreation 56.5 54.9 55.8 
Reading 
Family"hane 
N 
24.8 16.9 21.4 
10.1 24.4 16.3 
100.0 100.0 100.0 
278 213 491 
Missing observations 
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Table (9) 
Leisure Activity by Age (in Percentage) 
Under 25-29 30-39 40-49 50+ 
25 yrs 
Polaxation 4.0 3.0 5.8 6.3 21.1 
Hobby or 
recreation 61.6 59.0 54.4 51.3 43.9 
Readirxg 21.9 24.0 26.2 20.0 8.8 
Family"hame 12.6 14.0 13.6 22.5 26.3 
100.0 100.0 100.0 100.0 100.0 
151 100 103 so 57 
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Table ( lo 
Percentaged Distribution of the Sample by Leisure activity and 
educational qualification 
Educational Qualification 
Low Middle High 
Activity None Qualif i Qualif i Qualif i Total 
-cation -cation -cation 
Relaxation 19.0 3.1 
Hobby or 
recreation 55.2 64.6 
Reading 0.0 20.0 
Family Home 25.9 12.3 
N 
2.9 1.9 6.5 
59.0 44.8 55.8 
22.0 44.8 21.4 
16.1 8.6 16.3 
100.0 100.0 100.0 100.0 100.0 
116 65 205 105 491 
Missing observations 
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Table ( 11 ) 
percentaged Distribution of Leisure Activity by Occupatim 
occupation 
I, eisure Unskilled Skilled Clerks Professional Total 
Activity 
Relaxation 15.7 19. 0 1.0 2.8 6.5 
Hobby or 
recreation 54.2 62. 1 48.5 57.5 55.7 
Reading 1.2 10. 3 33.0 26.2 21.4 
Family-Hane 28.9 8. 6 17.5 13.5 16.3 
100.0 100. 0 100.0 100.0 100.0 
N 83 58 97 252 490 
Missing observations 5 
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Table ( 12 
percentaged Distribution of the Sample by occupational Grade 
and Highest Educational Qualification 
Highest Bducational, Qualification 
occupational None LOW Middle High Total 
Grade 
Very low 45. 3 60. 6 1. 5 
LOW 27. 4 19. 7 64. 9 
Middle 
High 
Very High 
N 
0.0 19.4 
0.0 36.0 
20. 5 10.6 21.0 57.9 27.5 
6. 0 6.1 7.3 22.4 10.1 
0. 9 3.0 5.4 19.6 7.1 
100.0 100.0 100.0 100.0 100.0 
117 66 205 107 495 
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Table ( 13 ) 
Percentaged Distribution of the Sample by Incane and Occupational 
Grade 
Monthly Occupational Grade Group 
Salary Very low Lcw Average High Very High Total 
150 or less 80.2 19.1 0.7 22.6 
151 - 250 18.8 80.3 76.5 12.0 5.7 55.2 
251 - 350 0.6 22.8 66.0 14.3 14.1 
351 and over 1. 0 22. 0 80.0 8. 1 
100. 0 100.0 100.0 100. 0 100.0 100. 0 
N 96 178 136 50 35 495 
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APPendix A 
Table ( 15 ) 
Percentaged Distribution of the Sample by the Nurrt)er of 
Friends and Sex 
Number of Friends 
None 
1- 
4- 6 
7+ 
N 
Male Female Total 
27.8 25.4 26.7 
19.9 24.9 22.0 
15.2 19.7 17.1 
37.2 30.0 34.1 
100.0 100.0 100.0 
277 
Miss ing Cbservations 
213 490 
1 
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Table ( 16 ) 
Percentaged Distribution of the Sample by Number of Friends 
and occupation 
Occupa . cn 
Number of unskilled Skilled Clerks Professicnal Total 
Friends 
None 39.3 29. 3 18. 4 25.3 26.8 
1-3 14.3 20. 7 25. 5 23.7 22.1 
4-6 9.5 15. 5 16. 3 20.1 17.0 
7+ 36.9 34. 5 39. 8 30.9 34.2 
100.0 100. 0 100. 0 100.0 100.0 
N 84 58 98 249 489 
Missirxg observations 6 
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Nl? endix 
xi 
X2 
X3 
X4 
X5 
X6 
X7 
y 
Standardized Regression Coefficients for (Model 11 . 31) 
xi X2 X3 X4 X5 X6 X7 y 
. 71 
. 11 
-. 01 
- 
. 15 
. 41 
. 03 . 74 
. 38 . 09 
-. 28 -. 03 
. 
08 -. 34 -. 27 --10 . 16 . 02 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manuaLl, and (2) non-manual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, and (3) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks, 
and (3) professionals 
X5 Respondent's occupational grade: (1) low,, (2) middle, 
and (3) high 
X6 Respondent's marital status: (1) single, and (2) married, 
widowed and divorced 
X7 Respondent's having children (1) yes, and (2) no 
y Type of orientation: (1) career, and (2) other 
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1pendix B 
xi 
X2 
X3 
X4 
X5 
X6 
X7 
y 
Stanctardized Regression Coefficients for (Model 11 . 32) 
xi 
. 71 
. 41 
-. 01 
X2 X3 X4 X5 
. 03 . 74 
- . 38 . 09 
-. 2B -. 03 
-. 07 
X6 X7 
. (20 
-33 -36 -. 03 -. 16 -. 09 
Y 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual, and (2) non-manual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, and (3) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks, 
and (3) professionals 
X5 Respondent's occupational grade: (1) low, (2) middle, 
and (3) high 
A Respondent's marital status: (1) single, and (2) married, 
widowed and divorced 
X7 Respondent's having children: (1) yes, and (2) no 
y Type of orientation: (1) instruriental, and (2) other 
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Standardized Regression Coefficients for (Model 11-33) 
)(I X2 X3 X4 X5 X6 X7 y 
xi 
X2 
X3 . 42 . 12 
X4 -. 12 . 26 . 68 
X5 -- . 08 . 63 
X)6 -. 39 -. 24 
X7 -----. 89 
y -. 02 . 09 . 07 . 38 . 15 . 01 . 07 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual, and (2) non-manual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, and (3) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks, 
and (3) professionals 
X5 Respondent's occupational grade: (1) low, (2) middle, 
and (3) high 
X6 Respondent's marital status: (1) single, and (2) married, 
widowed and divorced 
X7 Respondent's having children: (1) yes, and (2) no 
y Type of orientation: (1) instrunental, and (2) other 
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Appendix B 
Standarization Regression Ooefficient-5 for (Model 11.34) 
X1 X2 X3 X4 X5 X6 X7 y 
xi 
X2 . 80 
X3 . 12 . 42 
X4 -. 12 . 26 . 68 
X5 -- . 08 . 63 
X6 -. 39 -. 24 
X7 -- ---. 89 
y -. 28 . 18 -. 41 -. 21 . 46 -. 03 -. 22 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual, and (2) non-manual 
X3 Respondent's education: (0) no qualif ications, (1) low 
qualifications, and (3) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks, 
and (3) professionals 
X5 Respondent's occupational grade: (1) low, (2) middle, 
and (3) high 
X6 Respondent's marital status: (1) single, and (2) married, 
widowed and divorced 
X7 Respondents having children: (1) yes, and (2) no 
y Type of orientation: (1) career, and (2) other 
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Standardization Regression Coefficients for (Model 11 . 35) 
X1 X2 X3 X4 X5 X6 X7 y 
xi 
X2 . 80 
X3 . 42 . 12 
X4 -. 12 . 26 . 68 
X5 -- . 08 . 63 
X6 -. 39 -. 24 
X7 -----. 89 
y . 24 -. 33 . 14 -. 16 . 03 . 15 -. 15 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual, and (2) non-manual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, and (3) high qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks, 
and (3) professionals 
X5 Respondent's occupational grade: (1) low, (2) middle, 
and (3) high 
X6 Respondent's marital status: (1) single, and (2) married, 
widowed and divorced 
X7 Respondents havirig children: (1) yes, and (2) no 
y Type of orientation: (1) social, and (2) other 
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Standarclized Regression Coefficients fbr (Model 11.36) 
X1 X2 X3 X4 X5 X6 X7 y 
xi 
X2 . 80 
X3 . 42 . 12 
X4 -. 12 . 26 . 68 
X5 -- . 08 . 63 
X6 -. 39 -. 24 
X7 -- ---. 89 
y . 05 . 03 . 14 -. 65 -. 02 -. 14 . 24 
xi Father's education: (1) illiterate, and (2) literate 
X2 Father's occupation: (1) manual, and (2) non-manual 
X3 Respondent's education: (0) no qualifications, (1) low 
qualifications, and (2) bigb qualifications 
X4 Respondent's occupation: (1) manual workers, (2) clerks, 
and (3) professionals 
X5 Respondent's occupational grade: (1) low, (2) middle, 
and (3) high 
X6 Respondent's marital status: (1) single, and (2) married, 
widowed and divorced 
X7 Respondents havlrxg children: (1) yes, and (2) no 
y Type of orientation: (1) instrumental/ social, and (2) other 
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NATIONAL ACADEMY FOR SCIENTIFIC RESEARCH 
TRIPOLI - LIBYA 
PEOPLE AND WORK 
IN 
MODERN LIBYA 
SURVEY 
QUESTIONNAIRE 
Sir/Madam, 
Good Morning, 
I am doing a study aiming to draw a scientific map of the 
orientations towards work and the most important determinants of 
these orientations in Libyan society. I should be grateful for 
answering this questionnaire. All the answers will be confidential 
and used for scientific purposes only. 
Sincerely, 
NASER A. SHEBANI 
Note: Please answer all the sections 
of the questionnaire except those not 
applicable to you. 
Interviewer's name 
Date of interview 
401 
THE QUESTIONNAIRE 
SECTION ONE: GENERAL: TO BE ANSWERED BY ALL. 
Sex? 
1. Male 
2. Female 
Q. 2. What is your present age? 
Q-3. What is your present marital status? 
1. Single 
2. Married 
3. Divorced 
4. Widowed 
Q. 4. What is your level of education? 
1. Illiterate 
Know how -to read only 
3. Read and write 
4. Did not finish the primary education 
Finished the primary education 
Did not finish the preparatory education 
Finished the preparatory education 
8. Did not finish secondary education 
Finished secondary education 
10. Some general teaching education 
11. Finished general teachers education 
12. Did not finish special teachers' education 
13. Finished special teachers' education 
14. Some general industrial education 
15. Finished general industrial education. 
402 
16. Some special industrial education 
17. Finished special industrial education 
18. Did not finish university 
19. Finished university 
20. Post-graduate diploma 
21. Master 
22. Ph. D. 
23. Other (please specify) 
Q. 5. Do you have children? 
1. Yes 
2. No. 1-11 
If yes, how many male and female children have you got in 
each of the following age groups? 
Age group Males Females 
less than 6 years 
6- 12 years 
13 years and overi, 
Q. 6. What type of dwelling do you have? 
1. Villa 
2. Flat 
3. Traditional house 
Shanty room 
Modern house 
Other (please specify) 
Q-7. Are there other people living with you in your household, 
excluding your spouse and your children? 
1. Yes 
No 
If Yes, how many? 
403 
Q. 8. Do you pay a mortgage? 
1. Yes 
2. No 
Q, q, What is your housing area? 
Q. 10. Which of the following items do you have? 
Item iYes, I have No, I do not havi 
Television 
Radio 
Refrigerator 
Vacuum cleaner 
Washing machine 
Separate freezer 
Telephone 
Modern furniture 
Video disc 
Car 
Air conditioning 
Bicycle 
Motorcycle 
Q. 11. a. Where were you born? 
Q. 11. b. What is the name of place where you spent most of your early 
years - up to the age of 18? 
Q. 12. Now I would like you to tell me your opinion Of the prices 
of most things one needs to buy these days. 
1. Very expensive 
2. Expensive 
Average 
4. Cheap 
5. Very cheap 
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Q. 13. What is your father's occupation (if he is now retired or deado 
write retired or dead, then mention the last job he had) 
Q, 14. What is your father's level of education? 
1. Illiterate 
2. Know how to read onl 
Read and write 
Did not finish the primary education 
Finished the primary education 
Did not finish the preparatory education 
Finished the preparatory education 
8. Did not finish secondary education 
Finished secondary education 
10. Some general teaching education 
11. Finished general teachers' education 
12. Did not finish special teachers' education 
13. Finished special teachers' education_ 
14. Some general industrial education 
15. Finished general industrial education 
0 16. Some special industrial education 
17. Finished special industrial education 
18. Did not finish university 
19. Finished university 
20. Post-graduate diploma 
21. Master 
22. Ph. D. 
23. Other (please specify) 
Q-15. What is your mother's occupation 
(if she is now retired or dead, 
write' retired or dead, then mention the 
last job she had) 
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Q. 16. What is your mother's level of education? 
1. Illiterate 
2. Know how to read only 
Read and write 
Did not finish the primary education 
Finished the primary education 
Did not finish the preparatory education 
Finished the preparatory education 
8. Did not finish secondary education 
Finished secondary education 
10. Some general teaching education 
11. Finished general teachers' education 
12. Did not finish special teachers' education 
13. Finished special teachers' education 
14. Some general industrial education 
15. Finished general industrial education 
16. Some special industrial education 
17. Finished special industrial education 
18. Did not finish university 
19. Finished university 
20. Post-graduate diploma 
21. Master 
22. Ph. D. 
23. Other (please specify) 
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Q. 17. Now I would like to know whether you agree, disagree, or 
have no opinion for each of the following statements. 
Statement Agree No opinion lDisagr 
Women can do everything men can do 
Women and men must get the same pay 
for doing the same job. 
Women must only be wives and must 
not seek jobs outside the home. 
Men must be educated differently 
from women 
Husband must earn the income and 
wife must take care of the house, 
her children and her husband 
Husband must be the family master 
Fathers must not consult their 
daughters in their marriages 
Husband must help his wife in 
doing the household duties 
Males have the right to choose 
their wives 
Females do not have the right 
to choose their husbands 
Men are more able than women in 
undertaking respons-ibilities - 
Women and men must have an equal 
say in any matter concerning both 
of them 
Women must work outside the home 
Q. 18. Which of the following qualifications have you got? 
1. Primary education certificate, 
2. Preparatory education certificate 
High school certificate 
General teaching diploma 
Special teaching diploma 
General industrial diploma 
Special industrial diploma 
8. General commercial diploma 
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Special commercial diploma 
10. University degree 
11. Post-graduate Diploma 
12. Master 
13. Ph. D. 
14. None 
15. Other (please specify) 
Q. 19. What is your net monthly income from all the sources? 
Q. 20. a). How do you usually travel to work? 
1. By my car 
Taxi 
Other member(s) of my family drive me to work 
Friend drives me to work 
Bus 
company car 
7. Wa lking 
8. Other (please specify) 
Q. 20. b)- Do you have any transportation 
I 
problem. "nee-ming your work? 
1. Yes 
No 
SECTION TWO: FOR FEMALES ONLY: 
Q. 21. Who takes care of your children while you are at work? 
1. No children at all 
Nursery 
They are at the school(s) when I am at work 
4. A relative or neighbour 
They come with me to work usuall, N_ 
Other (please specify) 
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Q. 22. How many of the women you know go out to work? 
1.1 - 
2.3-* ________ 
3.5-6 _______ 
More than 
None 
Q. 23. The following table includes a number of household duties; 
I would like to know who usually does each of these 
duties in your household. 
Myself 'Husband or 
IMY husband Mother or Myself Servant 
only Father or 
ýand I Sister or and 
Brother ýDaughter ýOthers 
Shopping 
Cleaning 
Cooking 
Washing 
Caring for 
children 
Ironing 
Buying 
clothes 
Q. 24. What do you usually do with your personal income? 
1. Save it for myself 
2. Give it to my parents 
Save some of it and give the rest of it to my parents 
My husband takes it 
Give it to my parents and my husband 
Spend it on my own children and home 
Spend it on my own personal needs only 
8. Myself, my parents and my husband 
Other (please specify) 
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Q. 25- If you parents, husband, brothers etc. ask you to stop 
working outside the home, how would you take it? 
1. Just stop working 
2. Try to change their mind 
I will continue working 
I will stop working outside the home if the household 
duties require that 
I will stop working to avoid the problems 
Do not know 
Q. 26. What do you think are the drawbacks for females going out 
to work? 
1. Husband's attitudes 
2. Father's or brother's attitudes 
Dual role 
Lack of aiding facilities such as nurseries 
Male attitudes at work 
None 
Others (please specify) 
Q. 27. Would you please tell me why you are working outside the home? 
1. Company of others 
2. Money 
3. Job satisfaction 
Personal satisfaction 
Other (please specify) 
Q. 28. Do you think of yourself primarily as: 
1. A housewife who has a job 
2. A working woman who also runs a home 
Don' t know 
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SECTION TBREE: GENERAL: TO BE ANSVERED BY ALL: PREVIOUS JOBs 
Q. 29. In this section I vould like to ask you about the jobs 
you my have had bef ore your present job. Hov many 
obs have you ever had before your present job ýOnly 
occu tions held 6 months and more are to be 
consideredr. 
1. Number of previouA jobs 
2. No previous jobs 
If you had jobs before your present job, please complete the 
following informiion. 
Job(s) before Lang 
. 
th 
f. 
in reason 
the present Job. Years Months r leaving 
Job 1 
Job 2 
Job 3 
Job 4 
Job 5 
Job 6 
SECTION FOUR: GENERkL: TO BE ANSWERED BY ALL: PRESENT JOB 
Q. 30. a). What is you present job? 
Q. 30. b). Could you describe in your vords vhat your present Job 
in actually about. 
cupational grade? Q-31. Wbat is your oc 
- - - I How long have yoa bee n Illi 
' Grade Me. IYour presentgrade yaur preselit 9ýrade? 
YeALra Mnifthm L 
ý Grade 2 
LGrade 3 p 
--- rode 4 
r i idd -e3- r rade 6 
[ 
r 1 rode 7 rode 8 
ode 10 
ode 11 
ode 12 
!, Gtnde 13 
[Grade 14 
ýGtsde I 
lGrade 
- --' YDon' t "O v l 
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Q. 32. How long have you been in your present job? 
Number of years 
Number of months 
Number of days 
Q. 33. What made you decide to take this job? 
1. The salary 
2. Needed job 
3. Prospects/Training 
4. The reputation of the job 
5. People/knew people 
To work near my house 
Previous experience 
B. I was appointed in this job 
9. My family made me to work in this job 
10. My husband made me to work in this job 
11. Other (please specify) 
Q. 34. Which of the following statements comes nearest, in your opinion 
to what you think about your present job? 
1. Very satisfied 
2. Fairly satisfied 
3. Neither satisfied nor dissatisfied. 
4. Dissatisfied 
5. Very dissatisfied 
Q. 35. Have you ever changed the place of your job (say, for example 
from school to another school or from factory to another 
factory or from one department to another within the same 
place of work) 
1. Yes 
No 
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, If yes, why? 
1. For more pay 
2. To work with people whom I knew 
To become supervisor 
4. To do more interesting work 
To meet and know new people 
To work near my house 
To work in better environment 
8. Disliked the people in the previous place of work 
I was transferred to this place, department, etc. 
10. Other (please specify) 
Q. 36. May you answer the following questions about your present job. 
-T 
es No Don't know 
1. Does it make you work i 
too fast most of the time 
or not. 
2. Does it leave you too 
tired at the end of the 
day, or not. 
3. Is it too simple to 
I- --- - I- - A. Dr: Lng ouT, your oes-u Ii 
abilities, or not. 
4. Does it really give you 
a chance to try out 
ideas of your own, or not. 
5. Can you do the work on 
the job and keep your mind 
on other things most of 
the time, or not. 
6. Is your job really 
essential to the 
success of the company, 
or not. 
Does it lead to a promotion 
if you do it well, or not. 
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Q. 37. Which one of the statements comes closest to describing bov 
you feel about your present job. 
1. My job is interesting nearly all the time 
2. While : my job in interesting most of the time, 
there are some dull stretches now and then 
3. There are a fev times vhen my job is interesting 
but most of it is pretty dull and monotonous 
4. My job is completely dull and monotonous; there is 
nothing interesting about it 
Q. 38. When did you first come to work for this factory, school, etc. 
Q. 39. Now I would like to know how you are satisfied or dissatisfied 
with each of the following aspects of your present job. 
Bon satisfied or dissatisfied are you vi 
As ects of p 
your present 
1 
job 
V 0 
". 4 
V Pýv v 
1-4 -4 
k #14 
040 
.4 %-4 Id . 
-0 a0 +P 
-4 C3 a 
V.. ; 
.4 . 4.1 
tý . 
-P 
40 
4.1 
Chance of promotion 
Chance for further 
training and education, 
Salary 
Suitability of the job 
to your educational 
experience 
Relations with people 
at work 
The way complaints you 
my have are handled 
by those responsible* 
for doing something 
about them 
The opportunity to 
mke friends at work 
The chance to try new 
ideas in your work 
The time of work 
The transportation to work 
Interest and variety in 
your vork 
i 
14 
Q. 40. What do you most like about your present job? 
1. People with whom I work 
2. The salary 
3. Prospects/Training 
4. The job itself 
5. The time of work 
6. Others (please specify) 
Q. 41. What do you most dislike about your present job? 
1. The salary 
2. People 
3. Prospects/training 
4. The time of work 
5. The job itself 
6. Others (please specify) 
Q. 42. Are you thinking to change your job? 
1. Yes 
2. No 
3. Don't know 
If yes, why? 
Q. 43. What made you decide to come to work in this school, factory, 
etc.? 
1. Salary 
2. People 
3. It is near my house 
4. The good working conditions 
5. The good management 
6. There is no alternative 
"I" v the authority II was appointed here b. 
S. Other (please specify) 
Q. 44. Are you thinking to change your place of work? 
1. Yes 
2. No 
3. Don't know 
If yes, why? 
1. To work nearer my house 
2. To work with better people 
3. To be able to do the job which suites my educational 
experience 
To work in better working conditions 
5. For better chance of promotion 
6. To meet new people 
7. Other (please specify) 
Q. 45. Do you prefer your present job to the previous jobs which 
you have had, or not? 
1. Yes 
No 
3. No previous job 
4. Don't know 
If you have answered yes, why? 
Q. 46. Could you be promoted/further promotion? 
1. Yes 
2. No 
3. Don't know 
Q-47. Would you like to be promoted? 
1. Yes 
2. No 
If yes, why? 
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Q. 48. Have you ever worked overtime as a volounteer? 
1. Yes 
2. No 
If yes, why? 
If no, why? 
Q. 49. Do you find yourself sometimes obliged to take work home? 
1. Yes 
2. No 
Q. 50. These are a number of things about work. Please give number 1 
to the first most important for you and number 2 for the 
second most important to you and number 3 for the third most 
important for you. 
Salary 
People 
Time 
Working conditions (safety, hygiene) 
Suitability of work to previous training/experience 
Good supervisors 
Personal satisfaction 
Promotion 
Near home 
Strong trade union 
Prestige 
Q. 51. If you inherited or won a large sum of money, would you 
still work or not? 
1. Yes 
No 
Don't know 
If yes, why? 
Q . 52. If you had to stop work, what would you miss most? 
1. Money 
2. Job 
Sense of achievement 
People 
5. Nothing 
6. Other (please specify) 
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Q. 53. How essential would you say it is that you work to have 
the company of others? 
1. Very eBsential 
2. Fairly essential 
3. Not very essential 
4. Need not work at all for company of others 
Q. 54. How essential would you say it is that you work for financial 
reasons? 
1. Very essential 
2. Fairly essential 
3. Not very essential 
4. Need not work at all for financial reasons 
Q. 55. How many hours do you work per day? 
Number of hours 
Q. 56. How many people do you supervise in work? 
1.1 - 
2.3-k _______ 
3.5-6 
More than 
None 
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Q. 57. These are statenents concerning the mianagovient of your firm. I vould like to know vbether you agree or disagree with 
each of these stotewnts? 
Statements Agree, Disagree Don It kmww 
1. The managerli job is more 
difficult than many people think 
2. Supervisor's job is more 
difficult than many people think 
3. Manager's job is extremely 
interesting 
4. Supervisor's job is extremely 
interesting 
5. One should try to become manag 
6. One should try to become supervisor 
I 
7. Managers of your firm are genuinely 
interested in the vorkers' vellbe 
S. Manager's salary is too much. 
9. Supervisor's salary is too much. 
10. Managers of your firm do not cars, 
about the interests of their stafý- 
Q. 58. Have you every attended the Trade Union meetings? 
1. Yen 
2. No 
Q. 59. Now I would like to know your opinion for each of the following 
characteristics of your present Job? 
Characteristics Important Not limportent Don't know 
__ 
Time of vork 
Job prestige 
Good chance of prmotion 
Near home 
Relation with work- mtes 
Salary 
Suitabilitpr of job to previous 
education/training experience 
Working conditions (place & f8cilit. 02) 
Chance for more training 
Strong and active Union 
r 
419 
Q. 60. People differ in terms of the possibility of talking to 
work mates at work place. Now I would like to know how 
often you talk with your work mates at work. 
Work mates Very much 'Sometimes No chance Do not 
to talk talk at all 
Female work mates 
Male work mates 
Q. 61. When do you often talk to your work mates? 
1. At any time 
2. Only at the break time 
Mostly at the break time 
4. Don't talk at all 
Q. 62. How many people who you work with do you call close friends? 
(If o do not call any of them close friends, please write 
noneý 
u 
Q. 63. Are your friend(s) in work? 
1. Males 
Females 
Both males and females 
I have no friends at work 
Q. 64. Do you exchange visits with your work friends outside the work? 
1. Yes 
2. No 
If yes, how often? 
1. Regularly 
2. Occasionally 
No visits 
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Q. 65- It is well known that people exchange social visits duri 
office hours. Now I would like to ask you 
How often do you receive visitors in your place of work? 
1. Usually 
2. Sometimes 
I don't receive any visitors 
4. Don't know 
- How often do you visit your friends in their work places? 
1. Usually 
2. Sometimes 
I don't visit my friends in their work places 
4. Don't know 
Q. 66. Now I would like to know about your relationships with each 
of the following groups in your work. 
How is your relationship with each of these groups 
Group Very Bad jAverage Good Very Don't 
bad good know 
Supervisors 
Colleagues in your 
occupational grade 
Colleagues in 
occupational grades 
less than yours 
With male work mates 
vith female work mates 
H 
____ 
__________ ________-- 
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Q. 67- I would like now to know from each of the following people 
you mostly expect the help in the case of each of the following problems (whether the help is in the form of 
advice or in practical terms). 
Type of problem 
1. Health problem 
2. Problem with children 
Problem in work 
Sourc. gg-99 e4 elp -expe 
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4. Problem with wife 
husband 
5. Problem with 
neighbours 
6. Problem with friend 
7. Problem with relative 
8. Problem in your car, 
house, etc. 
9, Problem with male 
work mate. 
1O. Problem with female 
work mate 
Q. 68. What would you say about the atmosphere at your firm in terms 
of friendliness? 
Very friendly 
2. Friendly 
Friendly and unfriendl 
4. Unfriendly 
Very unfriendly 
Don't know 
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Q. 69. Do you take part in social activities organised by the firm? 
1. Yes 
2. No 
If no, why? 
1. Not interested 
2. Nothing suitable 
3. Not friendly with staff 
4. Other (please specify) 
Q. 70. a)- Have you ever been trained at the expense of your present 
working firm? 
1. Yes 
2. No 
Q. 70. b). Would you like to have more training in your present job? 
1. Yes 
2. No 
Q-71. Do you work? 
1. In the morning 
2. In the afternoon 
3. Both, morning and afternoon 
4. In the evening 
SECTION FIVE: FOR MARRIED PEOPLE ONLY 
Q-72. a). How long have you been married? 
No. of days 
No. of months 
No. of years 
Q. 72. b). Have you always worked since you were married? 
1. Yes 
2. No 
Q. 72. c). Has you orientation to work changed since you married? 
1. Yes 
2. No 
Don't know 
If yes, in what way has your orientation to work changed? 
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Q. 72. d). What is your spouse's occupation? 
Q. 72. e). What is your spouse's level of education? 
1. Illiterate 
Know how to read only 
Read and write 
Did not finish the primary education 
Finished the primary education 
Did not finish the preparatory education 
Finished the preparatory education 
Did not finish secondary education 
Finished secondary education 
10. Some general teaching educatiorý 
11. Finished general teachers' education 
12. Did not finish special teachers' education 
13. Finished special teachers' education 
14. Some general industrial education 
15. Finished general industrial education 
16. Some special industrial education 
17. Finished special industrial education 
18. Did not finish university 
19. Finished university 
20. Post-graduate diploma 
21. Master 
2. Ph. D. 21 
13. Other (please specifY) 
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SECTION SIX: FOR PEOPLE WITH CfIILDRE-N 0\-Ly 
Q. 73-a). Has your orientation to work changed since you had children? 
1. Yes 
No 
3. Don't know 
If yes, how has it changed? 
Q. 73. b). Would you do the same job or not if you had no children? 
1. Yes 
No 
Don't know 
SECTION SEVEN: GENERAL: TO BE ANSWERED BY ALL 
Q-74. a). What do you like to do most in your spare time? 
1. Sitting in a cafe, a club or in a restaurant 
2. In gossip 
3. In buying things 
4. In visiting the relatives and friends 
5. In listening to the radio 
6. In watching the television 
In watching the video disc films 
8. In reading 
9. In playing cards 
10. In the cinema 
11. In practising sports 
12. Other (please specify) 
Q. 74. b) How do you usually spend your annual vacations? 
1. Stay in my town or city 
2. Travel in Libya 
3. Travel outside Libya 
Name of the Firm Department 
(if any) 
Time taken in filling the Questionnaire hours _ minutes 
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AARpendix 
Date: 5.11-84 
Socialist People's Libyan Arab jank-idriya 
rirq-tg: h 
Ism-m National Acadony for Scientific Research 
P. 0- Box 8004 
Tripo 1 
Brother/ Secretary of the People's Ccmittee for the General 
F, st, ablisbment of Tobacco. 
Department of Social Studies in the Nat-ional Academy for 
Scientific Research is doing a study aiming to draw a scientific map 
of the orientations towards work and the most detenninants of these 
orientations in Libyan society. A number of work organisations 
including the tobacco factory for the inclusion in the sample of this 
study. Your cooperation is invaluable for the success of this study. 
Director General 
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APPendix D 
Dlate: 16-12-84 
Sc-Cic-dist People's Libyan Arab jamahiriya 
The National Academy for Scientific Research 
P. O. Box 8004 
Tripo I 
Briother/ Secretary of the People's Ccmittee for Education of 
Tripoli. 
Department of Social Studies in the Naticnal Academy for 
Scientific Research is doing a study aiming to draw a scientific map 
of the orientations tx7wards v=k and the most determinants of these 
orientations -A number of work organisations, including schools for 
the inclusion in the sanple of this study. Your cooperation is 
irwaluable for the success of this study. 
Director General 
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